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ABSTRACT 
 
The merger has consequently brought about a lot of challenges on Walter Sisulu 
University (WSU) employees. While the amalgamation of the three historically 
disadvantaged institutions remains a noble initiative, on the other hand, it has brought 
about inequalities, such as disproportionate salaries among employees of the three 
campuses, poor work performance, which can only be attributed to lack of motivation 
and reluctance amongst the staff members to accept new conditions of service under 
WSU. A substantial number of those employees, some of whom were employed before 
the amalgamation, have terminated their service long before the merger even took 
place.  
The aim of this study was to explore the implications of the merger on the morale of 
employees at WSU. The objective of this study aimed firstly, to provide an 
understanding of those inherent factors, which adversely affected the morale of staff at 
Walter Sisulu University (WSU) and secondly, to reflect on the impact of the 
restructuring process on employees. This study employed a quantitative descriptive 
research design to analyse the data, using statistical procedures. Target population for 
this study was fifty academic and fifty non-academic staff members from the three sites 
of Walter Sisulu University, namely East London, Ibika and Umtata. There were, 
therefore, 100 questionnaires distributed electronically (e-mail), and also a few hand-
delivered to the offices of the respondents, in order for them to complete at a time 
convenient to them. This study used purposive sampling because it is based entirely on 
the judgment of the researcher. 
 
The study established that indeed the merger had negative implications on WSU 
employees, even though these implications varied from category to category. Through 
the findings that emerged in this research, conclusions could be drawn that the merger 
brought about many challenges on WSU employees, namely staff development, human 
resource and management issues, job security and work environment. Suggestions and 
recommendations are espoused to eliminate the situation. 
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CHAPTER ONE 
1. GENERAL OVERVIEW 
1.1 INTRODUCTION  
Walter Sisulu University is a new comprehensive university established in terms of the 
Higher Education Act no 101 of 1997, as amended. It is located in the Province of the 
Eastern Cape in South Africa, which came into existence on 1 July 2005 as a result of 
a merger between Border Technikon, Eastern Cape Technikon, and the University of 
Transkei, in line with the transformation of higher education in South Africa. The 
University is named after Walter Sisulu, a prominent figure in the struggle against 
apartheid. Walter Sisulu University offers higher education tuition on four campuses, 
namely in Mthatha (erstwhile capital of Transkei), in Butterworth, as well as in East 
London in the Buffalo City Metropolitan area, and at Queenstown. The emergence of 
WSU as an institution is faced with varied existing challenges inherited from the 
defunct institutions and novell areas of South Africa. The merger of historically 
disadvantaged two technikons and a university within the rural South African setting 
presents a complex historical heritage. The three institutions that merged to form WSU 
are not only historically disadvantaged, but also have vast distances among them. 
 1.2 BACKGROUND 
The advent of democracy in South Africa  in 1994 set policy makers in all spheres of 
public life the mammoth task of overhauling the social, political, economic and cultural 
institutions to bring them in line with the imperatives of a new democratic order. The 
vision for the transformation of the higher education system was articulated in the 
Education White Paper 3 (A Programme for the Transformation of Higher Education) 
of 1997. Central to this vision was the establishment of a single, national co-ordinated 
system, which would meet the learning needs of citizens and the reconstruction and 
development needs of society and the economy (RSA DoE 1997:20). 
The National Plan for Higher Education outlines the framework and mechanisms for 
implementing and realising the policy goals of the White Paper. It is far-reaching and 
visionary in its attempt to deal with the transformation of the higher education system 
as a whole. It is not aimed solely at addressing the crises in some parts of the system, 
although these must be overcome. The National Plan on Higher Education will impact 
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on every institution, as the institutional landscape of higher education is a product of 
the geo-political imagination of apartheid planners (National Plan on Higher Education, 
2001:1). 
 
The National Plan on Higher Education was released in March 2001 by the Minister of 
Education (S.M Bhengu), where the transformation and restructuring proposals were 
approved by Cabinet. Those proposals resulted in the consolidation of public higher 
education institutions through mergers and incorporation into a configured landscape. 
The former technikons were transformed into Universities of Technology, The Border 
Technikon, University of Transkei, and Eastern Cape Technikon, were affected by the 
transformation process and, as a result of the merger, the three institutions have 
become one which is now called Walter Sisulu University of Technology (WSU). In 
conducting this empirical study, the researcher will endeavour to configure a literature 
sketch, which will comprehend the implications of the merger on the employees of 
Walter Sisulu University (National Plan on Higher Education, 2001:4). 
According to Jansen (2003:38), the fact that none of the mergers that took place in 
South Africa recently achieved any greater equity, the mergers were in actual fact a 
simple combination of what each institution brought to the merger. Ajjarapu, (as cited 
in Chambers, 20, states that mergers have been unable to derive the kind of benefits 
that were expected, which triggers the question as to what is stopping these 
companies from achieving complete success. Ajjarapu further argues that one of the 
main reasons for failure of a merger or acquisition is based on human resources 
neglect. Literature on mergers reveals that merger failures and problems over the past 
decades have been attributed to cultural differences and the failure to manage 
practical challenges of cultural integration during and after change (Pepper and 
Larson, 2006: 49; Vaara, 2000: 82). 
1.3 THE PROBLEM STATEMENT 
According to Robbins (2003: 558), change whether planned or unplanned, creates 
discomfort and feeling of insecurity. It is on this basis that the researcher intends to 
explore the implication of the merger on the morale of staff of WSU. The merger has 
consequently brought about a lot of challenges on WSU employees. While the 
amalgamation of the three historically disadvantaged institutions remains a noble 
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initiative, on the other hand it has brought about inequalities such as disproportionate 
salaries among employees of the three campuses, poor work performance which can 
be attributed to lack of motivation, reluctance amongst staff members to accept new 
conditions of service under WSU. A substantial number of employees that were 
employed before the amalgamation terminated their service before the merger took 
place.  
1.4 RESEARCH QUESTION 
According to Fouche & De Vos, (2005:100-101), the careful conceptualization and 
phrasing of the research question is imperative as the entire research process will be 
focused on answering the research question. The research questions identified for this 
study are as follows: 
 To what extent has the merger contributed to the departure of WSU employees? 
 To what extent has the merger affected the morale of employees at WSU?  
 What is the impact of the merger on the current performance of employees at 
Walter Sisulu University? 
1.5 OBJECTIVES OF THE STUDY 
The specific objectives of the study are as follows: 
 To provide an understanding of those inherent factors, which adversely affected 
the morale of staff at Walter Sisulu University. 
 To provide an understanding on the impact of the restructuring process on 
employees and society at large. 
 To investigate the impact that individuals and organizational culture have on how 
a merger is managed. 
 The results of the study are aimed at providing oversight; stimulate constructive 
suggestions and recommendations that will act as guidelines to management 
practices, which will enable them to actively and creatively manage the merger. 
 
1.6 MOTIVATION FOR THE STUDY 
The researcher is an employee of WSU, where research is seen as an important facet 
of the academic environment .The topic has been selected because of practical 
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problems confronting employees of WSU, particularly low morale as a result of the 
merger. As the researcher, this has sparked interest in the investigation of the 
implications of merger on the morale of employees. The intention is to develop 
strategies, which could stimulate constructive suggestions and recommendations that 
could serve as guidelines which can aid the WSU management to actively manage the 
merger. This topic was chosen due to the interest in the promotion of good human 
relationships in the work place. It is envisaged that this study will contribute towards a 
clearer understanding of the implications of merger on the morale of employees at 
WSU. Findings obtained from this research can be of assistance to other institutions 
of higher education facing merger challenges.  The findings of the study therefore, can 
enhance the efforts of the WSU management in serving the employees’ needs; 
allaying the employee’s fears and concerns. 
 
1.7 RESEARCH METHODOLOGY 
1.7.1 Research design 
According to Mouton (2001:55), research design is seen as being a plan or a blueprint 
of how one intends conducting the research. He explains the research design as the 
point of departure for the research problem or question. According to Fouche and 
Delport (2002:79), there are two recognised approaches to research, namely 
quantitative and qualitative approach. For this study, quantitative approach will be used 
to investigate the impact of the merger. 
1.7.2 Data Analysis 
Most data analyses today are conducted with computers, ranging from large, 
mainframe computers to small and personal microcomputers. A computer can go 
beyond simple counting and sorting to perform intricate computations and provide 
sophisticated presentations of the results (Babbie, 2001:411). For this study, statistical 
analyses will be used through Statically Package for Social Sciences (SPSS, version 
8, 1) 
1.7.3 Data Collection method 
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A Questionnaire was used as a method of data collection and Questionnaires were 
delivered to respondents on each campus.  
1.7.4 Sampling 
According to Marre, (2007:172) there are two major classes to which sampling 
methods belong, they are probability method and non-probability methods. Probability 
methods are based on the principles of randomness and probability theory, while non-
probability methods are not.  Marre further indicates that there are four kinds of 
probability sampling and these include: simple random sampling, systematic sampling, 
stratified sampling and cluster sampling. Marre says that the most appropriate one of 
these methods to use in a specific survey depends on the nature of the research 
problem. For the purpose of this study, the researcher will focus on non-probability 
sampling, namely purposive sampling. This type of sample is based entirely on the 
judgment of the researcher, in that a sample is composed of elements that contain the 
most characteristic, representative or typical attributes of the elements that contain the 
most characteristic, representative or typical attributes of the population that serve the 
purpose of this study best 
1.7.5 Target Group 
The target group for this study will be all the sites within WSU. This will include   Buffalo 
city campus, Mthatha campus and Butterworth campus which is made up of 1 840 
population, the sample size will comprise of 100 personnel, that is, 50 academic and 
50 non - academic staff. 
1.8 ETHICAL CONSIDERATION 
The researcher will request permission from Walter Sisulu University research office 
to conduct the empirical survey. The Ethical clearance form will be completed and 
submitted to the Sub-Ethics Committee at Nelson Mandela Metropolitan University in 
order to get Ethical clearance to conduct the empirical survey. 
Consent will be obtained from the participants after detailed explanation of the 
following.  
 Participation is voluntary.  
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 Participants can withdraw from the research at anytime.  
 Information obtained will be treated in strictest confidence. 
 The information obtained will not be used for any other purpose except for                     
this research nor will the names of the respondents be divulged. 
 The researcher will provide each respondent with the questionnaire, which has to 
be completed anonymously. 
1.9 DELIMITATION OF THE STUDY 
This study will confine itself within the South African context, but will adopt a      
comparative dimension. In this study, no attempt will be made to delve into numerous 
work-related challenges confronting employees, but the focus will solely be on 
implications of merger on the morale of employees. Time constraints within the 
confines of this study will not allow for the exploration of information that does not fall 
within the ambit of this study, but such information will form the basis for further study. 
1.10 CLARIFICATION OF TERMS AND CONCEPTS 
 Merger 
Section 23 of the higher Education Act 101 of 1997 defines a merger as ‘the         
combination of two or more separate institutions into a single entity with a single 
governing body, whereby all the assets, liabilities, and responsibilities of the former 
institution are transferred to the single new institution’. 
In this study, the term merger refers to the amalgamation of Border Technikon, Eastern 
Cape Technikon, and the University of Transkei that took place in July 2005. The 
merger resulted in the establishment of the Walter Sisulu University (WSU). 
 
 
1.11 STRUCTURE OUTLINE 
 7 
 
 Chapter one will be a general overview. The first section will be a general 
introductory phase discussing the merger. The aims, delimitations, ethical 
considerations, and clarification of terms will be incorporated into this section. 
 Chapter two will provide the general theoretical framework. It will entail an in-depth 
exploration of literature on theories associated with Implications of merger on 
employees.  
 Chapter three will highlight the paradigmatic approaches, methodology, and data 
collection instruments. 
 Chapter four will report on the findings of the survey by means of in-depth analysis 
of empirical findings. 
 Chapter five will draw together the findings into conclusions, and recommendations 
will be proposed. 
 
The following chapter is an in-depth exploration of the relevant literature reviewed in 
terms of the topic of this study. 
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CHAPTER TWO 
 
2. GENERAL THEORETHICAL FRAMEWORK  
 
2.1 INTRODUCTION 
The purpose of this chapter is to outline the views of scholars in relation to mergers. 
The literature study will set the foundation for the theory of this study. This study is 
furthermore grounded in a conceptual framework taken from the past merger literature. 
Various theories will be considered in order to determine their applicability and level of 
appropriateness to this study. Amongst other things, this theoretical foundation will 
assist in arguing the implications that the merger has on the morale of staff as well as 
factors affecting this morale.  
2.2. MERGERS IN HIGHER EDUCATION 
Mergers take place for different reasons. Mergers as policy issues have received a 
great deal of scholarly attention. “A significant reason for this attention is due to the 
way national governments have used mergers and other something to gain when a 
merger is undertaken, and that one of the intentions of mergers in higher forms of 
consolidation to initiate systematic restructuring of higher education,” (Harman and 
Meek, 2002:1). “Research shows that it is often assumed that there is education to 
create better academic institution,” (Skodvin, 1999:68-73).In his publication, Jansen 
(2002:135-136) claims that the following are the most common reasons for higher 
education mergers in South Africa: 
 Cost savings from the reduction of duplication and more effective operations 
 An increased level of skills and competencies of lecturers  
 Greater height and breath of educational offering 
 Maintenance of a higher overall quality of education 
 More opportunity to attract and retain students 
 Improved utilization of resources  
 Greater opportunity to progress, develop new skills, and achieve excellence 
 Increased opportunity and enhanced research output 
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 A more powerful Student Representative Council (SRC) body to attend to student 
needs 
 
Harman and Meek (2002:1) cite Germany, Australia, Great Britain, the United States 
of America (USA), Netherlands and New Zealand are examples of countries that have 
gone through the merger process in higher education. In South Africa, one of the 
reasons for introduction of higher education institutional mergers was to transform the 
higher education system in terms of increasing accessibility for the majority of its 
citizens, thereby achieving equity and diversity (DoE, 2001:5). Muller (2006:198) posits 
that there is a persistent view that a merger is not an occasion, but a process where it 
is important to understand how such change processes unfold, which also serves to 
create an understanding of the stress factors that are brought by the actual change. 
Skodvin (1999:70) elaborates on the issue of mergers and change process and cite 
the experience from the USA, Australia and Netherlands, which demonstrates that it 
can take up to ten years before the situation is normalized after a merger. Skodvin 
(1999:70) further argues for the necessity of viewing a merger or the option thereof, 
as a long-term strategy that should be accompanied by development plans. 
Several reasons guided various governments’ motives in promoting higher education 
mergers. Firstly, as with the early waves of corporate mergers, many mergers were 
directed at building capacity, improving efficiency, and achieving economies of scale, 
but higher education mergers have managerial as well as economic dimensions 
(Eastman and Lang, 2001:5). Secondly, reasons provided by governments for 
restructuring range from equal access to education to the non-viability of institutions. 
Winberg (2004: 95) argues that history proves that the higher education system in 
South Africa has been characterized by structural inequalities that were a result of 
systemic and institutionalized discrimination during the apartheid years. Higher 
education was subsequently seen as a problem area for not delivering on its mandate 
because the government believed that it (higher education) had failed to produce 
quality graduates and diplomats, while at the same time it was wasting financial and 
human resources. 
 
2.3 THE SOUTH AFRICAN PERSPECTIVE ON MERGERS 
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In the 1980’s, South Africa came aboard on the idea of merging institutions of higher 
education. Skodvin (1999:66-67) explains that these mergers were enforced as a 
reaction to the education policy, where the government was the initiator of the process, 
and the institutions had little say in this regard. The Ministry of Education (2001:1) 
maintains that since the collapse of apartheid in 1994 and the beginning of a new 
democracy, all government sectors and policy-makers have begun to evaluate and 
rewrite all social, political, economic and cultural institutions of South Africa in order to 
bring them in line with the new democratic order. According to Jansen( cited by 
Sehoole, 2005: 64) “There was a past to be resolved through creation of a single, co-
ordinated system of higher education system within fast-changing, technology-driven 
and information based economies described under the rubric of globalization”.  
2.4 THE IMPLICATIONS OF MERGERS ON THE MORALE OF STAFF 
The merger poses serious implications on the employees’ work performance and 
morale, and that these implications should not be underestimated. In their research 
paper on mergers, Wyngraad and Kaap (2004:194) present their findings regarding 
the impact of the merger on the morale of staff in the institution. Their findings were 
that the general trend of the response given by the respondents was `negative', `very 
low', and in one case even `devastating. However, this varied because some staff 
members saw the potential for growth within the merger. In the same study mentioned 
above, the negativity had various dimensions. Two respondents indicated that the 
morale had always been low, but that this situation had been intensified by the 
announcement of the merger. Other employees reported constant conflict and under-
currents amongst staff and a lack of loyalty, and stated that they `did not want to do 
extra work' that was likely to be brought about by the merger Wyngraad and Kaap 
(2004: 194).  Price (1999:39) states that executives involved in mergers and 
acquisitions “ignore the people issues at their peril” and that “issues of culture, values, 
behavior and working styles should be carefully managed from the very beginning of 
the process”. Some of the words used to describe the psychological implications of 
mergers on staff: are such words as traumatic, disruptive, distressing, painful, 
uncertainty, loss in commitment, shock, anger, disbelief, depression, disillusionment 
(Crouch and Wirth, 1991:3-4) and emotionally exhausting (Brousseau, 1989:72). 
Crouch and Wirth’s view is that the trauma employees experience during the merger 
can be attributed to the fact that the job which the employee holds becomes part of his 
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or her life. The employee may therefore naturally internalize many of the merger 
problems as his or her own. This trauma may result into loss of trust in the employer, 
decline in the staff morale, and consequently to unsatisfactory job performance. It is 
highly unlikely to derive any amount of productivity from employees that are 
traumatized by the merger process (Brousseau, 1989:72-73).    
Section 23 of the Higher Education Act(Act 101 of 1997) defines a merger as ‘the         
combination of two or more separate institutions into a single entity with a single 
governing body, whereby all the assets, liabilities, and responsibilities of the former 
institution are transferred to the single new institution’. Botha (2001: 277) recommends 
two models that should be considered in a merger, and these are structural and 
process models. Botha (2001: 277) further explains that there are three types of 
structural model, namely the confederal, the federal and the unitary structure. 
Wyngaard and Kapp (2004: 189) expand on this explanation and state that “each of 
these structures has advantages and disadvantages, and within the higher education 
system of South Africa, there may be scope for the application of each.” 
2.5 STRUCTURAL MODELS 
2.5.1The Confederal Structure 
A confederation is formalised and fairly permanent union in which the constituent 
elements retain full autonomy. Mutual consent to collaborate and cooperate on issues 
of mutual interest and a contract between the parties that describes the obligations 
and rights of each party regarding the collaboration, are characteristics of a confederal 
structure. No one party will be able to dictate to the other regarding matters outside 
the cooperation agreement (Botha, 2001:277).  
 
2.5.2 The Federal Structure 
The federal structure can take a variety of forms, the two main variants being: 
 Centralised powers and functions are specified, while the decentralised powers 
and functions (in other words, ‘the rest’) remain with the individual members of the 
federation. 
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 Devolved powers and functions are specified, while everything else is centralised 
Botha (2001:277). 
2.5.3 The Unitary structure  
In this structure, the existing parties merge into a single body with one central 
administration where certain functions and powers could be decentralized if 
necessary, but that a single identity would be essential (Botha, 2001: 277). It has the 
following disadvantages: 
(a) Different mission and cultures would confound the merger:  
 
The mission culture can confuse the merger because the merged institution feels 
threatened. A mission needs to be formed so as to help express the change efforts. 
The mission needs to be prudent and should give clear direction towards which the 
organisation wants to go. If not, the mission could “dissolve into confusion that can 
take the organisation in the wrong direction or nowhere at all”. Strategies for achieving 
that mission need to be developed.  
 
(b) Total loss of own identity and culture:  
 
When a merger occurs, the merging institutions have to reach some compromise and 
let go of their original values and beliefs and inevitably accept a new and different 
culture. This is what WSU staff is experiencing, individuals within an organisation try 
to keep their original cultural identity and refuse to adapt to the other organisation’s 
identity. At WSU, as a result of the merger, many staff members have been moved 
from their comfort zones into an unfamiliar world. Some academics have to commute 
between campuses for lectures. Others have been relocated to different WSU 
campuses where they need to settle in among unfamiliar colleagues and students.  
Those aspects which previously assisted in giving meaning to their world or defining 
who they are, have changed. Jenkins (2004:3) states that ‘who we are’ and ‘who other 
people see us to be’ is very important in helping us identify ourselves”. As undesirable 
as the situation may seem, academics and support staff would thus have to identify 
themselves by firstly finding out who they are in this new environment, as well as what 
others see them to be. The former Eastern Cape Technikon, University of Transkei, 
 13 
 
and Border Technikon had their own institutional identities that they shared as 
members of their respective organisations. They also had their own perceptions about 
the other institutions with which they are now merged, thereby allocating an ‘imagined’ 
identity to each of the ‘other’ institutions. It is therefore a challenge for staff members 
of WSU to redefine themselves as members of the new institution. In other words, they 
need to be actively engaged in the identity of a new WSU organisation.  
 
(c) Enormous impact on staff: 
Botha (2001: 276) cites a variety of sources with some of the words used to                                              
describe the impact of merger on staff as traumatic, disruptive, distressing, painful, 
uncertainty, loss in commitment, dampening in work motivation, shock, anger, 
disbelief, depression, anxiety, disappointment, disillusionment, withdrawal, 
emotionally exhausting, loss, betrayal, turmoil, confusion, low morale, low productivity, 
and absenteeism. Hay and Fourie (2002:129) point out that there is reflection on two 
staff perceptions that are directly related to the impact of mergers on staff, namely that:  
 A high level of insecurity is experienced by employees 
 Fear of retrenchment is uppermost in employees 
The reflections of the above study are supported by the study of Jansen (2003) whose 
findings were that the merger of higher education institutions created deep concerns 
among all levels of staff from academic to administrators. Before, during, and after the 
merger, there remained widespread concern about job losses, uncertainty about 
personal careers, anxiety about institutional futures, myths about who would or would 
not be retained, fears about the loss of autonomy on the weaker partner, and a general 
loss of morale on the part of all (Jansen, 2003:34).   
 
2.6 THE PROCESS MODEL 
According to Jansen (2002 as cited by Wyngaard and Kapp, 2004:189) “the process 
model should be applicable to all mergers, whether a co-federal, federal or unitary 
structure is used”. A process model spells out a short list, steps or checklist of issues 
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to be considered. According to Littler and Leveric (1995:61) there are six key areas 
that need special attention when planning a merger exercise which are as follows: 
 Selecting a partner 
 Establishing the ground rules 
 Setting up a task force 
 Managing the process 
 Ensuring quality 
 Maintaining an external focus. 
Hayd Shaungnessy (1995: 11-17) focuses on skills required to facilitate successful 
mergers, as follows: 
 Matching of goals and objectives 
 Establishing a partnership philosophy, including at least: 
 - Communication goals 
 - Performance goals 
 - Dispute resolution strategies 
 - Evaluation mechanism 
 - A commitment agreement 
 Putting a human resource plan in place 
 Creating a merger contract that includes 
- The possibility of backing out 
- Management inputs from each partner 
- Fair and equitable control mechanisms 
- Gain and rewards agreements 
- Agreement to avoid exploitation 
- Integrating the partnership into normal communication structures 
- Shared evaluation procedures 
- Realistic expectations 
- An effort to imagine the future. 
In relation with the above skills, Ncayiyana (2011:11) points out that WSU was 
conceived as a’ comprehensive university’ a combined academic and vocational 
institution seeking to achieve the following goals: 
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 Increased access, particularly to career –focused programmes. 
 Improved articulation between career- focused and academic programmes, 
allowing for facilitated mobility between them.  
 Increased focus on applied research drawing from the vocational and academic 
strengths and experience. 
 Enhanced responsiveness to developmental socioeconomic needs of the 
community.  
According to Ncayiyana (2011:12), the above goals have not yet been attained, as 
there is no systematic provision for the articulation between vocational and academic 
programmes, with little or no interaction between the two main streams consequently 
WSU is not yet a comprehensive university.  
Creating a Merger contract  
Ncayiyana (2011:10) states that “The merger is only on paper whereas operations are 
still as they were in the legacy (founding) institutions under the name “Walter Sisulu”. 
 Human Resource Plan 
Organisational Structure for executive management which was approved by the 
University Council was never implemented as the Personnel structure has not been 
approved. Staff morale and motivation are very low; this is manifested in the form of 
strikes/boycotts which occur frequently (Ncayiyana, 2011: 21). Human resource 
management at WSU is in crisis, with personnel costs consuming about 80% of the 
institutional budget. There is no staff establishment schedule or organogram in 
operation (Ncayiyana, 2011:27). 
 
2.7 FACTORS AFFECTING THE EMPLOYEE MORALE 
According to Hadhock (as cited by Wadesango 2012:362), Morale is an intangible 
concept that refers to how positive and supportive a group feels toward the 
organisation to which it belongs and special feelings members of the group share with 
others, such as trust, self-worth, purpose, pride in one’s achievement, and faith in the 
leadership and organisational success. Low morale therefore can be costly to an 
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organisation, morale is regarded to be the fuel that drives an organisation forward or 
the fuel that feeds the fires of employees discontent and poor performance.  
2.7.1 Organisational Culture 
According to Gerber, Nel, Van Dyk (1996:51), organisational culture is the manner in 
which things are done in the organisation. It is also known as the personality of the 
organisation. Gerber et.al.(1996:51) further explain that organisational culture involves 
general assumptions about the manner in which work should be done, appropriate 
goals for the organisation as a whole and for departments within the organisation, and 
personal goals for employees. Paton and McCalman (2000: 45) are of the opinion that 
every organisation has a very special cultural design plan. This unique blueprint 
determines the way in which the organisation interacts with its surroundings and also 
how it manages its people. For the organisation to manage its change effectively, it 
needs to understand the way in which its cultural web and a changing environment are 
connected. 
Harman and Meek’s research, (2002) mainly focuses on the cultural aspects of merged 
organizations, where different merged organisational cultures collided, and a fact 
which has resulted in potent and disintegrative forces. Harman and Meek (2002:3) 
further suggest that when culturally different institutions merge, expert leadership is 
needed. 
According to Painter-Morland (2002:114), organizations are places that mould the 
experiences of individuals, while organizations themselves are shaped by the 
experiences of individuals. Painter-Morland claims that this process is an invitation to 
structure multiple interpretations of organisational culture. Painter-Morland (200:113) 
also cautions that when interpreting organisational cultures, it is essential to take 
cognisance of the specific historical context. Furthermore, Painter-Morland argues that 
the responsibility of an organisational culture is one of structuring the “memories, 
identities, analogies …” of members, which claims carry meaning within its context. 
Pepper and Larson (2006:52) cite Eisenberg and Riley (2001), who explain 
organisational culture as that which refers to “patterns of human action and its 
recursive behaviors and meanings”. This includes day-to-day practices, values, 
assumptions and expectations (Pepper and Larson, 2006:52). 
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It could be deduced from the arguments by various scholars that in a merger situation 
each institution has its own culture, vision, mission and goals, implying that each 
merging institution has its own way of doing things. It is this very culture that creates 
some form of resistance towards amalgamation. Robbins (2005:485) points out that 
organisational culture refers to a system of shared meaning held by members that 
distinguishes the organization from other organisations. 
2.7.2 Effective leadership  
According to Hope (2002) and Fernandez (2005) as cited by Chipunza and Gwarinda 
(2010: 2), transformational leadership is an important factor in the success of the 
merger. The Ministry of Education’s Guidelines of 2003 on mergers and incorporations 
identify the importance of ensuring there was no vacuum in leadership and 
management during the process, whereas Guillot (2003:2) defines strategic leadership 
as “the ability of an experienced, senior leader who has the wisdom and vision to create 
and execute plans and make consequential decisions in the volatile, uncertain, 
complex, and ambiguous strategic environment”. Guillot (2003:3) further explains that 
strategic leadership entails making decisions across different cultures, agencies, 
agendas, personalities, and desires. Conclusions could be drawn therefore that 
strategic leadership does play an important role in the outcome of the merger. The 
merger creates an uncertain situation, and employees look to their leaders for decision 
making through the merger, therefore there is need of such leaders during the merger. 
2.7.3 Communication 
According to Harrison and Stokes (1992:1), even before a formal merger and 
acquisition is underway, employees often become aware, from indirect information or 
by chance, that something is going to happen. It is human nature to want to know what 
is happening. Harrison and Stokes (1992:1) maintain that if staffs feel management is 
keeping information from them, quite understandably they start to feel anxious. 
Harrison and Stokes (1992:1) further state that when a merger is announced, staff in 
the acquiring organisation may not feel concerned initially. This may be because they 
feel that they belong to the new organisation and do not anticipate much change. This 
sense of security is not always justified because the process of establishing the new 
joint organisation can reveal areas of the acquiring company that could be improved. 
Harrison and Stokes (1992:2) point out that regardless of the brilliance of the vision 
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and fit in merger, the subsequent success of the deal depends mostly on the 
employees. They are the ones whose day-to-day actions can make a merger work or 
can sabotage it after the deal is done. Paton and McCalman (2000:45) believe that 
“effective communication that is designed to inform, consult and promote action will 
help in overcoming both resistance and ignorance amongst employees”. They argue 
that for the communication to be effective in communicating change events, the 
following guidelines have to be followed:  
 The message has to be modified according to the skills and knowledge of 
employees. This will help in ensuring that the message is well understood by 
employees and therefore remove any ambiguities. 
 The content and the tone of the message should also be suitable for the audience. 
There should be congruency between verbal and non-verbal communication. 
 Communication must always be a two-way process that makes allowance for 
feedback from employees. This will help management in not only ensuring that the 
message is well-received and understood by employees, but will also help them 
understand how employees feel about the change. 
 Management should set the example in communicating in a consistent manner and 
ensure that they practice what they preach. 
Management should also ensure that the medium of communication chosen does 
indeed attain the required penetration within the organisation. This will ensure that the 
message does reach target audiences. 
 
  
2.7.4 Organisational Change 
“Change, whether planned or unplanned, creates discomfort and feelings of 
insecurity,” Robbin, Odendaal and Roodt (2003:558). Literature on mergers stresses 
that “merging denotes radical change; not only are the governing systems of the 
institution affected, but the souls of the partners involved are also affected and they 
have to relate to the process of change”(Skodvin, 1999:68). Skodvin (1999:68) further 
argues that the institutional changes include the abandonment of existing forms of 
governance, change in institutional norms, objectives, and academic programmes. 
2.7.5 Job satisfaction 
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Robbin, Odendaal and Roodt (2003:72) define job satisfaction as an individual’s 
general attitude to his or her job. A person with a high level of job satisfaction holds a 
positive attitude towards his or her job, whilst a person who is dissatisfied with his or 
her job holds a negative attitude towards the job. Job satisfaction can be defined as a 
predominantly positive attitude towards the work situation.  
Rothman and Cooper (2008:59) maintain that job satisfaction is a pleasurable or 
positive emotional state resulting from the appraisal of one’s job or job experience. 
Rothman and Cooper (2008:59) argue that the main factors influencing job satisfaction 
are organisational factors (pay, promotions, work itself and working conditions), group 
factors (the role of the supervisor and of co-workers), and personal factors (needs and 
aspirations and how these are met, and how an individual views the instrumental 
benefits of the job).  
2.8 FACTORS INFLUENCING JOB SATISFACTION 
According to Rothman and Cooper (2008:56), there are factors that make workers 
feel positive or negative about their jobs and these are: 
2.8.1 Pay 
This is a major factor in job satisfaction. According to Arnold and Feldman (1996:86), 
pay can have a powerful effect in determining job satisfaction. Arnold and Feldman 
(1996:86) further argue that humans have multiple needs, and money provides the 
means to satisfy these needs. Following the merger of the three institutions, namely 
Eastern Cape Technikon, University of Transkei and Border Technikon, salary scales 
of WSU employees in the same grade are not the same because of the historical 
disparities. Nel, Van Dyk, Haasbroek, Schultz, Sono and Werner (2004:552-553) 
argue that staff members will compare themselves with other employees regarding 
what they put in and what they get out of an organisation. 
2.8.2 The actual job 
 Arnold and Feldman (1996:88) state that a staff member may be totally happy with 
the job conditions and the people they work with, but may dread the work itself. The 
“work itself” will play a critical role in determining how satisfied a worker is with his or 
her job. Arnold and Feldman (1996: 89) further states that employees should be 
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entrusted with some autonomy in how they carry out their tasks, which will lead to their 
job satisfaction. Nel et.al. (2004: 552-553) contend that people would prefer a job that 
is interesting, challenging, and one that creates opportunities for self-actualization and 
recognition. 
2.8.3 Promotion 
Arnold and Feldman (1996:88) state that promotion will result in positive changes such 
as pay, autonomy and supervision. Locke (1976:1323) points out that the wish to be 
promoted stems from the desire for psychological growth and the desire for justice. 
According to Shields and Ward as cited by Naveed, Usman, and Bushra (2011:302), 
employees who are dissatisfied with opportunities available for promotion show a 
greater intention to leave the organisation. Naveed et.al. (2011:302) further argue that 
apart from job satisfaction, employee satisfaction is determined by satisfaction with 
promotion. 
2.8.4 Supervision 
According to Rothmann and Cooper (2008: 56), supervision is a moderately important 
source of job satisfaction. It seems as if there are two dimensions of supervision that 
influence job satisfaction, namely worker-centeredness and participation. Supervision 
becomes very difficult within merged institutions. In the case of WSU where employees 
have different working cultures, policies, and procedure manuals, the supervisor needs 
to come up with strong strategies for integration of all the different processes. This 
process has the challenge in which people resist change, and subsequently the 
supervisor will be perceived as unfair, incompetent, and selfish by employees who 
resist the change. That perception will therefore lead to a lower level of job satisfaction, 
while the level of job satisfaction will be high if supervisors are perceived as fair, 
competent and sincere. 
2.8.5 Working conditions 
“Working conditions will influence job satisfaction as employees are concerned with a 
comfortable physical work environment, which in turn will render a more positive level 
of job satisfaction,” (Robbins, 2001:453-455). Arnold and Feldman (1996:90-92) 
maintain that employees may use poor working conditions as an excuse to get back 
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at management because they may feel that management does not appreciate or 
acknowledge their efforts of work done. 
2.8.6 Job security 
According to Jandaghi, Mokhles and Bahrami (2011:6854) job security is the feeling 
of having a proper job and the assurance of its continuance in future, as well as the 
absence of threatening factors. Jandaghi et. Al. (2011:6854) further state that in job 
security, there are issues such as job changes, missing the job and non - achieving 
proper jobs. Jandaghi et. al. (2011: 6855) regard job security as one of the creators of 
job satisfaction. 
 
2.9 THEORIES OF JOB SATISFACTION 
2.9.1 Maslow’s Hierarchy of Needs 
In 1970, Maslow stated that there is a connection between 
 Behaviour of individuals and their needs, and  
 The strongest "felt needs" determine behaviours of individuals at given times. 
Maslow's approach was based on the assumption that the individual is the basic 
unit in a social organisation that is capable of "life-affirming and self-fulfilling" 
behaviour (Iguisi, 2009:142). 
Maslow believed that work becomes a personal commitment and its accomplishment 
creates satisfaction and self-actualization and provides a way to achieve individual 
goals. Walter Sisulu University employees are facing a thread of uncertainty and 
changes such as disproportionate salaries among employees of the three campuses, 
poor work performance which can be attributed to lack of motivation. A substantial 
number of employees that are currently employed at WSU are leaving the institution 
because they are not satisfied with their needs. Maslow categorized these "needs" into 
five levels; from the most primary needs of Physiological; Safety; Social at the base to 
the most secondary needs of Esteem and Self-actualization needs at the top. 
Basically, Maslow postulates that knowing the needs that employees are trying to 
satisfy, managers can help satisfy those needs so that employees can be satisfied and 
subsequently be motivated to work better. According to Naveed, Usman, and Bushra 
(2011:301), to be successful in the corporate world, the organisation needs to have a 
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highly motivated, loyal and satisfied workforce. Naveed et. al. (2011:301) further state 
that this is achieved through a thorough understanding and application of all the 
ingredients necessary for enhancing the satisfaction level of employees. 
2.9.2 Herzberg's two-factor motivation theory 
Both Herzberg and Maslow agreed that if an organisation meets the safety and social 
"needs" of its employee group, the satisfaction and level of performance of the group 
would rise, (Iguisi, 2009:143). According to Iguisi (2009:143), Herzberg proposed the 
"Two-Factor" Theory of motivation after conducted research among 200 engineers and 
accountants regarding job satisfaction and dissatisfaction. The subjects were asked to 
think of a time when they felt good or bad in their work environment. Herzberg, after 
analyzing the responses, concluded that there are two groups of factors, which cause 
satisfaction and dissatisfaction in an organisational setting and work environment. 
Herzberg called the first group of factors "motivators" and the second group "hygiene. 
The hygiene factors, also called maintenance factors, are of such a nature that their 
presence in the organisation will not necessarily motivate an individual to work harder 
but the absence of which can create an unhealthy organizational environment. 
Hygiene factors, such as salary, company policy, supervision, job security, working 
conditions, interpersonal relations, and status, are job context factors that help to 
maintain a healthy working environment.  
Employees at WSU are experiencing challenges in relation to the above hygiene 
factors. Individuals at WSU are trying to make sense of what is happening to them and 
they express this through their behaviour. They try to make sense of being employed 
at a merged institution. They are also trying to learn the new changes brought by the 
merger as they interact with their colleagues and management. They are trying to 
make sense of the policies and procedures of the new institution. Herzberg believes 
that the hygiene factors do not motivate workers when present but workers can 
become dissatisfied when these factors are absent. The second set of factors-the 
motivators-are related to the job content of workers, (Iguisi, 2009:143). The presence 
of these factors can motivate workers to perform better and their absence can result 
in dissatisfaction. These factors include achievement, recognition, advancement, 
challenging work, opportunity for growth, and higher responsibility. Herzberg maintains 
that both factors are important to the smooth running of an organisation. Conclusions 
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could be drawn therefore that the hygiene factors can create job dissatisfaction if they 
are absent, even though they are not motivators. However, an organisation may have 
good working conditions, with adequate provision of hygiene factors, which are only 
job context, and workers may not be motivated. If adequate attention is paid to the 
motivators, which are job content related, workers may be motivated to work harder 
and produce more (Iguisi, 2009:143).  
2.10 CONCEPTUAL FRAMEWORK 
There are two theories that are found to be relevant for this study, and these are the 
anxiety theory and the acculturation theory.  The discussion in this section brings to 
the fore WSU’s experience in terms of anxiety and acculturation theories.  Each theory 
identifies distinct sources of problems that were encountered during the merger and 
provides predictions on their psychological and behavioural effect on employees. 
2.10.1 Anxiety theory 
According to Cartwright and Cooper (1993) as cited by Myeong-Gu and Hill (2005:424) 
“it is a general observation that employees experience a high degree of anxiety when 
facing the possible occurrence of merger.” Anxiety can manifest itself in different ways 
for different organisational members at different stages of the merger process. For the 
purpose of this study this discussion will focus on the anxiety experienced by the 
employees after the merger process. Van der Westhuizen (2004:154) refers to the 
effects of a merger on emotions and experiences as a ‘crisis in human life’ which is 
similar to death, thus indicating the extent of stress and anxiety endured by staff during 
the transformation process. Myeong-Gu and Hill (2005:426) cite various sources, 
which come up with communication as the strategy for minimizing prolonged 
uncertainty and anxiety.   
Based on this, recommendation is for communication to begin early and be on-going. 
Strong communication is essential to help out employees deal with the sentiments of 
anxiety.  
2.10.2 Acculturation theory 
According to Berry (1980) as cited by Myeong-Gu and Hill (2005:428)   “Acculturation 
is defined as changes in both groups that occur as a result of contact between cultural 
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groups,” Myeong-Gu and Hill (2005:428) further state that because organisations 
comprise individuals and groups, each with unique cultural identities, organisational 
cultures are better described as a network “of integrated subcultures” within these 
networks, the degree and rate of acculturation can vary between individuals and 
between subgroups within an organisation. Harman (2002:97) supports this view and 
states that, “culture is the major stabilizing force that is deeply embedded and cannot 
be given up or easily unfrozen”. 
According to Berry (1980) as cited by Myeong-Gu and Hill (2005:428) four modes in 
which acculturation takes place. These are de-culturation (where members of an 
organisation do not retain their old culture or replace it with a new one), assimilation 
(where members of an organisation adopt the culture of another), separation (where 
members of both organisations retain their original cultural identity), and integration 
(where there is some degree of change in both organisations). Acculturative stress will 
be high if organisational members desire to maintain their separate cultures, and that 
can lead to what is called cultural clash (Myeong-Gu and Hill, 2005:429). 
Marks & Mirvis, (1992) as cited by Myeong-Gu and Hill, (2005:429) contend that 
“culture clash arises when people first notice differences in ways of doing things, 
meaning, differences in communication style, planning, managerial authority, 
commitment, monitoring, and teamwork,”. Myeong-Gu and Hill (2005:429)’s argument 
is that “culture clash can lead to low morale, absenteeism, turnover, and decreased 
productivity. This could mean that a new, single organisational culture would be difficult 
to establish, which in turn would impact badly on the morale of staff. These issues can 
be addressed by doing a cultural due-diligence analysis in order to assess information 
about a potential culture clash and with that information, try to smooth the progress of 
bringing the two cultures together (Myeong-Gu and Hill, 2005:428-429). 
 
2.11 POLICY AND LEGISLATIVE FRAMEWORK GOVERNING HIGHER 
EDUCATION 
In this section focus will be on the legislation relevant for this study under the 
following sub-headings: 
 Education White Paper 3 of 1997 
 The Higher Education Act 101 of 1997 
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 The National Higher Educational Plan 2001 
 The Walter Sisulu Statute 
 
In the late 1990’s, it became evident that significant problems pertaining to higher 
education were cause for concern (Jansen, 2002:159).  The former Minister of 
Education (Professor Kader Asmal ) decided to press ahead with a merger programme 
aimed at decreasing the number of higher education institutions from 36 to 21 (Jansen, 
2002:6). The aim was to increase accessibility of entrance to black students, to stop 
their migration, and to provide a common level of education and also to cut the 
enormous costs of running thirty-six institutions. Through mergers, it was hoped to cut 
costs through, among other things, the rationalization of programmes, prevention of 
programme duplication, and the cutting of the wage cost to obtain the benefits of 
economies of scale. 
 
2.11.1 Education White Paper 3 Of 1997 
The White Paper embodies a vision of the transformation process in higher education 
and entrenches certain principles that are to serve as guidelines for the process as 
well as goals in transformation. Among the underlying principles identified in the White 
Paper are equity and redress and the democratization of the process of governance 
of higher education institutions (Council on Higher Education Report, 2004:33). The 
White Paper provides for a National Higher Education Plan to advance its vision, 
principles and goals, with a particular focus on promoting individual and institutional 
redress and equity goals (Council on Higher Education Report, 2004:33).  
 
In accordance with the White Paper, the Minister of Education formally requested 
advice from the Council on Higher Education (CHE) on the ‘size and shape’ of higher 
education in South Africa. In early 2000 the Minister of Education approved the 
establishment of a CHE Task Team to investigate the issue further and provide the 
Minister with ‘a set of concrete proposals’ for restructuring the Higher Education 
system (Council on Higher Education Report, 2004:34). According to the report of June 
2000, the Task Team committed itself to the goals and purposes advanced in the White 
Paper, including equity and redress, quality, development, effectiveness and 
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efficiency. The South African Higher Education should be transformed to be 
‘responsive to the needs of students of all ages and the intellectual challenges of the 
21st century‘, (Council on Higher Education Report, 2004:34).  
The CHE report offered primarily two interconnected sets of recommendations to the 
Minister. Those recommendations relating to restructuring and mergers are mostly 
found in the sections on the ‘shape’ of the system. ‘Size’ proposals relate more 
precisely to access and participation; only on one occasion does the report refer to the 
number of institutions as an important consideration in relation to the size of the 
system. Regarding the system’s ‘shape’, the CHE Task Team recommends that there 
should be a differentiated and diverse system brought about through the 
reconfiguration of institutional mandates and the adequate resourcing of institutions to 
make them ‘fit for purpose.’ Ultimately, institutional combinations should lead to a 
reduction in the number of institutions, yet no closures should occur; the number of 
higher education delivery sites should be maintained (Council on Higher Education 
Report, 2004:34-35). Institutional mandates are understood in the report as the 
principal orientations and core foci of an institution. They are meant to define the 
emerging system of Higher Education by delineating the roles and functions of Higher 
Education institutions, ensuring ‘fitness of purpose’ (Council on Higher Education 
Report, 2004:34-35).  
The report lists many convincing reasons for institutional combination, relating to 
national, regional and institutional social and educational goals, including the following:  
 Overcoming the historical legacy of apartheid,  
 Improving access and staff and student equity, 
 Improving the quality of higher education outputs, and  
 Increasing effectiveness, efficiency and ultimately ensuring institutional viability 
and the sustainability of the system and institutions. These diverse goals translate 
into a number of key considerations in making the final decision about mergers. 
 The recommendations also seek to address the geographic distribution of 
institutions (to best serve socio-economic needs) and the need for greater levels of 
regional collaboration among higher education institutions (Council on Higher 
Education Report, 2004:34-35).   
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2.11.2 The Higher Education Act 101 Of 1997 
This Act came into force on 19 December 1997. It applies to all higher education 
institutions in South Africa. It was enacted in order to give effect to the goals identified 
in the White Paper and seeks to put in place a system of governance of institutions 
along the lines suggested in it. For the purpose of this study the three most important 
provisions of the Act are the following: 
 The Minister may, after consulting the CHE and by notice in the Gazette, merge a 
subdivision of a public higher education institution with another public higher 
education institution.  
 The assets, liabilities, rights and obligations of the subdivision concerned devolve 
upon the public higher education institution with which the subdivision has merged 
in a manner agreed by the Councils of the Public Higher Education Institutions 
concerned or failing such agreement, in a manner determined by the Minister after 
consulting such councils.  
 Sections 22 (2) to (6) and 23 (2), with the changes required by the context, apply 
to a merger referred to in subsection (1) The Higher Education Act (RSA 1997:7). 
 
 
2.11.3 The National Higher Educational Plan 2001 
The National Higher Education Plan was launched in February 2001 as the Ministry of 
Education’s response to the CHE’S report on the transformation of the system outlined 
in the Education White Paper 3. The plan identifies the following aims in ensuring 
transformation: 
 A propose increase from 15% to 20% in participation rate in higher education in the 
long term. 
 A proposed shift in the balance of enrolments between the humanities, business 
and commerce, science, engineering and technology. 
 The establishment of equity targets in respect of enrolments specifically targeting 
African and women students as well as the development of strategies to ensure 
equity of outcomes. 
 The development of staff equity targets in respect of enrolments. 
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 The development of staff equity plans in order to ensure that the current rate of 
representation of especially African and women academic is increased. 
 
2.11.4 Walter Sisulu University Statute   
 
Walter Sisulu University Statute came into effect according to section 33 of the Higher 
Education Act, 1997 (Act No 101 of 1997), as amended in order to uphold the effective 
management and governance of the University in respect of matters not specifically 
prescribed by any law. The statute clearly spells out the roles and responsibilities of 
WSU office bearers, WSU structures, Students and Employees. The WSU statute 
further makes provision for disciplinary measures and procedures.  
The merger was part of the broader process for the restructuring and transformation 
of the higher education system to ensure the responsiveness of the higher education 
system to national human resources and research needs as outlined in the National 
Plan for Higher Education, which was gazetted on 9 March 2001(Government Gazette 
No 22138, Notice number 230). 
The original goals and objectives for the WSU merger, was to ensure that the various 
administrative systems and practices of the different campuses are unified into one 
effective system. However according to the Independent Assessor’s report (2011:10) 
the campuses of WSU continue to function largely as quasi-autonomous entities, 
hanging on to their pre-merger management systems and practices.  
2.12 CONCLUSION 
In this chapter, the literature dealing with the merger of higher education institutions 
has been reviewed. The South African perspective on mergers was also delineated 
and the intention was also to put the main research question into perspective. 
Explaining the merger further, anxiety and accultural theories were explained as 
theories that would form the theoretical foundation of this study. Factors that influence 
job satisfaction, dissatisfaction, common job satisfaction facets and theories on job 
satisfaction were discussed. Finally, legislation which had effect on mergers of higher 
education institutions was discussed. What should be noted, however, is that this study 
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does not assume that merger is stable or fixed. Merger is therefore an omnipresent 
concept.  The next chapter will focus on the research methodology of the study. 
 
 
 
 
 
 
 
 
 
 
 
 
  
CHAPTER THREE 
3. RESEARCH DESIGN AND METHODOLOGY 
 
3.1 INTRODUCTION 
Hussey and Hussey (1997:1) state that research is regarded as a process of enquiry 
and investigation. It is a methodological, orderly process where correct methods are 
used to collect and analyze data. Research is regarded as an instrument that escalates 
knowledge. Hussey and Hussey (1997:1) contend that research should address a 
specific problem or issue, in order to set a definable objective for research activities. 
This chapter offers an overview of the research paradigm, research methods and 
designs used; it also provides ethical considerations, sampling, data collection and 
data analysis.  
 30 
 
3.2 RESEARCH PARADIGM 
A framework that directs how scientific research should be conducted is called a 
research paradigm. The use of reason and argument in searching for the truth and 
knowledge concerning the reality of general causes and principles is described as 
philosophy (Oxford Compact Dictionary and Thesaurus, 1997:557). Paradigms are 
philosophical frameworks that guide how scientific research should be shown (Collis 
and Hussey, 2009: 55). The researcher will be employing the positivistic paradigm. 
3.2.1 Positivistic Paradigm 
Paradigms provide frameworks for conducting research. The positivistic paradigm 
focuses on providing a framework for natural and scientific methods that are used in 
social sciences. Positivism is reinforced by the belief that reality is independent of 
people and the goal is the discovery of theories based on empirical research 
(observation and experiment) (Walliman, 2005:16). Knowledge is derived from positive 
information because every rationally justifiable assertion can be scientifically 
confirmed or is capable of logical or mathematical proof (Walliman, 2005:16). 
 
 
Maree (2007:53) states that the positivist paradigm is led by five principles, namely: 
 Agreement of scientific method. 
 The eventual goal of inquiry is to improve laws (in numbers) of overall 
understanding. If the law is known, the researcher can influence the 
environment to produce the expected result because scientific knowledge is 
testable.  
 Science does not equate to common sense.  
 Common sense must not bias a researcher’s study.  
  Science should be as value-free as possible and the eventual goal of science 
is to produce knowledge, regardless of politics, morals and values involved in 
the research.  
Eventually, science ought to be judged by logic, general conditions and all 
announcements must be true for all times and places. Research results can be proved 
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only by empirical means, not argumentation. It has a deductive approach, using 
quantitative data (Maree, 2007:49). 
3.3 METHODOLOGY 
3.3.1 Quantitative 
The purpose of this study was to determine the implications of the merger on the 
morale of staff at Walter Sisulu University. This study adopted a quantitative research 
methodology and was situated in the positivistic paradigm. According to Maree 
(2007:48-51), quantitative research is a process that is systematic and objective in its 
ways of using numerical data from only a selected sub- group of a universe (or 
population) to simplify the results to the universe that has been studied.  
3.3.2 Sampling Procedure 
According to Maree (2007:172), there are two major classes to which sampling 
methods belong, namely probability method and non-probability methods. Probability 
methods are based on the principles of randomness and probability theory, while non-
probability methods are not. Maree (2000:172) further indicates that there are four 
kinds of probability sampling and these include simple random sampling, systematic 
sampling, stratified sampling and cluster sampling. Maree (2000:172)’s argument is 
that the most appropriate one of these methods to use in a specific survey depends 
on the nature of the research problem. For the purpose of this study, the researcher 
chose to make use of purposive sampling because this type of sample is based entirely 
on the judgment of the researcher, in that a sample is composed of elements that 
contain the most characteristic, representative or typical attributes of the population 
that serve the purpose of this study best. The academic and non- academic staffs were 
chosen as participants of the study. The participants were chosen from the three 
legacy campuses, located in Buffalo city campus, Mthatha campus and Butterworth 
campus. 
 
3.3.3 Access to Participants 
The data was collected from three campuses of WSU. To gain access to the research 
participants, permission was requested from the WSU research office and permission 
was granted for the research to take place. 
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3.4 DATA COLLECTION METHODS 
 
The technique of data collection was in the form of self-completion of questionnaires. 
It was appropriate because the participants of the study were adequately literate. The 
researcher distributed the questionnaires to the university staff for completion and 
return at a later date to collect them. In some instances, the researcher waited while 
the respondent(s) completed the questionnaire(s). Questionnaires and rating scales 
checklists as data gathering techniques were selected for this study and Leedy 
(1999:191) identifies this as a reliable method. According to Saunders, Lewis and 
Thornhill (1997:244), questionnaires are some of the most widely used data collection 
methods. They are seen as giving the most effective collection responses from a large 
number of participants. Self-administered questionnaires are generally cheaper and 
quicker, and are more effective for sensitive issues (Babbie and Mouton, 2001:262). 
Rating scales are mere checklists of items with varying degrees of intensity or ranges 
of frequencies on how events occur (Leedy, 1999:201). 
 
 
3.4.1 Questionnaire 
A questionnaire is a list of carefully designed questions, selected after considerable 
testing with a view to producing reliable answers from a selected sample. The aim is 
to discover what a particular group of participants do, feel and think (Hussey and 
Hussey, 1997:161). Questionnaires are commendable at gathering information on 
facts and opinions from large numbers of people (Riley, Wood, Clark and Wilkie, 
2000:90). The design of the questionnaire for this study comprised of both open- ended 
questions and closed questions. Closed questions were used because they are 
quicker and easier to complete. They are also easier to process in the data analysis 
stage of the research study.  The respondents were required to select one appropriate 
answer from where they had to choose one response from a set of five categories. 
The choice of individual questions was determined by the data required and was 
developed, adopted or adapted from other questionnaires. 
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All items on the questionnaire were drawn from the variables from which the research 
question could be addressed. The following instructions were taken into consideration 
when designing the questionnaire: 
 Questions should be simple, clear and concise. 
 The appearance of questions must be user friendly. 
 The completion time of the questionnaire must be considered. 
 The questions sequence must be done in such a way so as not to confuse the 
respondent. 
 The questionnaire must provide for closed questions where the respondent has to 
choose one response from a set of five categories on a scale. (Riley et al., 
2000:90). 
 
3.4.2 Scale 
According to Stead and Struwig (2003:95), scaled- response questions such as Likert-
type scales are preferable to other methods of questions as they provide ordinal data. 
For the purpose of this study, a Likert scale with five type categories was used in the 
development of the questionnaire (See example below, Table 3.1). 
Table 3.1 Likert Scale 
Strongly           Strongly       
Agree 1 Agree 2 Neutral 3 disagree 4 Disagree 5 
 
 
3.5 DATA COLLECTION PROCEDURES 
A questionnaire was used as an instrument of data collection and questionnaires were 
sent by electronic mail (e-mail) as it was quick and easy to reach all the participants at 
the same time. Due to fewer responses being received from questionnaires sent by 
email, it became essential to do a follow up. This was accomplished by arranging 
meetings with individual staff members, printing the questionnaires when a meeting 
was secured, and a request made to staff members to complete the questionnaire.  
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3.6 DATA ANALYSIS  
Welman and Kruger (2004:194) state that once an appropriate research design and a 
suitable measuring instrument have been chosen, the researcher has to choose an 
appropriate statistical procedure to analyze the data obtained. Once the data is 
collected, it should be organized, coded and captured into a computer and then the 
analysis proceeds. For the statistical analysis the computer was used to analyze the 
data obtained. Computers are relatively inexpensive and work efficiently. They 
accurately execute these complicated and time-consuming manipulations in a matter 
of seconds at a relatively low cost. Therefore, the Statistical Package for Social 
Sciences (SPSS, version 8.1) was used to capture and analyze the data collected. 
 
 
 
3.7 VALIDITY AND RELIABILITY 
 
3.7.1 Reliability  
Neuman (2006:188) refers to reliability as the related and desirable aspects of 
measurement. This means dependability or consistency. Neuman (2006:189) 
suggests that reliability can be checked by using one of the three approaches: 
• The test-retest approach – administer the same instrument at a later time and see if 
a researcher get the same results as in the first test. 
• The equivalent form approach – here each question on the original 
test/interview/questionnaire is rephrased so that one winds up with two tests that ‘look 
different’, but effectively ask the same question. 
• The split-half approach – this is a modification of the equivalent form approach 
where the two tests are combined into one. 
3.7.2 Validity 
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Validity is part of a dynamic process that grows by accumulating evidence overtime 
and without it, all measurement becomes meaningless (Neuman, 2006:192). Once 
more, Neuman suggests that validity can be checked by using one the of three 
following approaches: 
• Criterion validity: This measures whether an instrument accurately predicts or 
diagnoses some particular variable. If an investigator has an instrument to measure 
the same thing, he or she should simply compare the results obtained by the new 
instrument with that of the old one. 
• Concurrent validity: To have concurrent validity, an indicator must be associated 
with a pre-existing indicator that is already judged to be valid. 
• Content validity: Is a measurement validity that requires that a measure represent 
all the aspects of the conceptual definition of a construct. 
 
 
3.8 ETHICAL CONSIDERATIONS 
Ethical consideration applies to the subject organization, the researcher, the 
respondents and the analysts (Sekaran, 2000:17).  
3.8.1 Informed Consent and Voluntary Participation 
Informed consent relates to the participation of the respondent in the research being 
undertaken, where the respondent’s consent is freely given and this consent is based 
on full disclosure about participation rights and the use of the research data (Leedy 
and Ormrod, 2001:107). Participation rights should be clarified to the extent that 
respondents are made aware that they are able to withdraw from the research at any 
point. This study ensured that the aforementioned issues were adhered to by making 
a written application to conduct the research study at WSU and the permission was 
granted. Academic and non-academic respondents were given consent forms as 
participants in the study. They were also informed about the need for the proceedings 
to be recorded. Consensus was reached in order to proceed. In this research study, 
participants were made aware of their right to withdraw if they so wished.  
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3.8.2 Anonymity and Confidentiality 
All participants in any kind of research should have the right to confidentiality. The 
researcher assured the participants that sensitive data was to be held in the strictest 
confidence in order to protect their anonymity. The names of the participants were not 
revealed as questionnaires provide the greatest possibility of anonymity, because they 
have been returned without any indication of who has completed it. 
 
3.9 CONCLUSION 
 
This section discussed the target population and sampling procedure, research 
instruments, data collection methods that were used for this study. A research design 
and methodology used in the study is provided and justified. Moreover, justification for 
the use of questionnaires in gathering data has been provided. In this regard, closed 
questions were used because they are quicker and easier to complete. They are also 
easier to process in the data analysis stage of the research study.  Finally, the 
discussion also focused on measures that were taken to comply with ethical 
requirements for conducting research in order to protect the welfare of participants. 
The next chapter focuses on interpretation and analysis of empirical findings. 
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CHAPTER 4 
4. ANALYSIS AND INTERPRETATION OF THE EMPIRICAL 
FINDINGS 
 
 4.1 INTRODUCTION  
This chapter provides an interpretation of the quantitative data that were collected by 
means of self-administered questionnaires to academic and non-academic staff at the 
Walter Sisulu University (WSU). The questionnaire was composed of two (2) sections, 
namely: Section A and Section B. Section A contained the biographical information on 
gender and age of the respondents. Section B consisted of twenty- eight (28) closed-
ended questions, of which the last two were open-ended questions. The questionnaire 
items were grouped into six (6) themes. The main objective of the research was to gain 
an understanding of the inherent factors, which have affected the morale of the staff 
at WSU. Subsequently, significant themes emerged from the data analysis.  
 
The findings will be presented in a descriptive format, using mainly frequency tables. 
Each research theme will be supported and validated with the relevant literature in 
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order to reveal similarities, contradictions, and discrepancies when applicable. Thus 
the intention is to “paint” a clear and holistic picture of the perceptions of respondents. 
The researcher identified from the analysis of the questionnaire the following themes; 
Staff Development (Theme 1), Work Environment (Theme 2), Job Security (Theme 3), 
Human Resource and Management Issues (Theme 4), Morale and Performance Boost 
(Theme 5) and the General Perceptions of the current merger challenges at WSU 
(Theme 6).  
 
This chapter will, therefore, report on the findings of the research analysis in terms of 
the response rate, the analysis of the biographical information in section A, and the 
different themes forthcoming from the analysis for section B. Additionally, frequency 
tables resulting from the analysis are all presented in Appendix A at the end of this 
research document. 
 
 
4.2 THE RESPONSE RATE 
 
Table 4.1 below illustrates the response rate achieved for this research. The initial total 
sample for this research amounted to 100, inclusive of targeted population of fifty (50) 
academic and fifty (50) non-academic staff members in the three sites of Walter Sisulu 
University, namely East London, Ibika and Umtata. There were, thus, 100 
questionnaires distributed electronically (e-mail) and also a few hand-delivered to the 
offices of respondents in order for them to complete at the time convenient to them.  
 
The total number of successful respondents in this research was 60. The remaining 
forty (40) were not filled in properly or there were items left unanswered. Consequently, 
those 40 became invalid for analysis. It is also important to note that most of those 40 
questionnaires were invalid because most of those participants left the open-ended 
questions unanswered. The response rate of the questionnaire is thus 60 percent. 
Table 4.1 Response rate 
Factor Frequency 
 39 
 
Sample 100 
Valid responses 60 
Invalid  responses 40 
Response rate 60% 
 
 
 
 
 
 
 
4.3 INTEPRETATION OF THE RESULTS 
 
This section gives an interpretation of the two sections of the questionnaire, namely: 
Section A and Section B. The following paragraph reports the analysis performed on 
those sections. The statistical tool used for analysis was the Statistical Package for 
the Social Sciences (SPSS version 8.1), in which all the sections were coded. The 
rationale of using this tool was based on its wide range of features, especially for the 
quantitative analysis and graphical representation of the findings.  
 
For section A, pie charts were used to represent the items, while frequency table 
distributions were used to analyse section B. 
 
4.3.1 SECTION A: BIOGRAPHICAL DETAILS OF STAFF MEMBERS  
Section A of the questionnaire required respondents to provide their biographical 
information related to age and gender. Out of 60 participants, there was a total of 23 
males and 37 females with regard to gender, and a total participation of 29 academic 
staff against 31 non-academic staff members in terms of the type of employees.  For 
this section of the questionnaire, the researcher was interested in the analysis of the 
age distribution by comparing the different groups of the respondents’ biographical 
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details. As observed in Figure 4.1, only 13.79 % (4 out of 29) of  respondents are 
between the ages of 25 to 35 years, and 31.03% (9 out of 29) are between the ages 
of 36 to 45 years.  
A significantly larger group of 48.28% (14 out of 29) of  respondents are between 46 
to 55 years old, while only 6.90% (2 out of 29) are between the ages of 56 to 65 years 
old (retirement age). 
 
Figure 4.1 Sample of Academics by age 
As observed in Figure 4.2 below, only 3.23% (1 out of 31) of the respondents are 
between the ages of 25 to 35 years; and 48.39% (15 out of 31) are between the ages 
of 36 to 45 years. A similar percentage (48.39%) of the respondents is between the 
ages of 46 to 55 years old; while none of the respondents is older than 55 years old.  
 
14%
31%
48%
7%
Age group of academics
25-35 years
36-45 years
46-55 years
56-65 years
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Figure 4.2 Sample of Non-academics by age 
It will be noticed that the majority of participants in this study are between the ages of 
36 to 45 years, which means that participants are fairly young, and still far from 
retirement age. The fact that the majority of staff who responded are  36 to 45 years 
old is significant for this study, because one could infer that they are the ones who are 
concerned about the wellbeing of their institution, and who will be at the institution long 
enough to see the change process through. 
 
4.3.2 SECTION B: IMPLICATIONS OF THE MERGER ON STAFF MEMBERS 
The questionnaire items were measured using a five-point Likert-type scale ranging 
from strongly agree (1), agree (2), neutral (3), disagree (4) and strongly disagree (5).  
This section analyses and interprets the descriptive statistics for the different items of 
the questionnaire. Each group of items that tends to capture the same theme will be 
grouped under the same research variable. In order to model these variables, a test-
for-frequencies response for each of the items was computed.  
The researcher identified the following research themes: Work Environment, Job 
Issues, Staff Development, Morale and Performance Boost, Human Resource and 
Management Issues, and General Perceptions of the Merger Challenges as 
summarized in Table 4.2 below. 
Table 4.2 Research Theme and Questionnaire Items 
3%
49%
48%
Age group of non-academics
25-35 years
36-45 years
46-55 years
56-65 years
 42 
 
Research Theme Name 
(Number of items) 
 
Questionnaire 
Items 
Frequency table 
perceptions 
Staff Development (3) Q1, Q2, Q12,  Responses from 
academics and non-
academics are perceived 
negatives 
Work Environment (9) Q3,Q4,Q5 Q6, 
Q7,Q8, Q9,Q10 
Q24 
Responses are perceived 
different and academics 
tend to agree, while non-
academics disagree 
Job Security (5) Q11, Q14, Q15, 
Q25, Q26 
Responses are perceived 
different and non-
academics tend to agree 
while academics disagree 
Human Resource and 
Management Issues (3) 
Q19, Q20, Q21 Both responses are 
perceived positive 
Morale and Performance Boost 
(6) 
Q13,Q16, Q17, 
Q18, Q22,Q23 
Both responses are 
perceived negative 
General perceptions of the 
current merger challenges at 
WSU (2) 
Q27, Q28 Open discussions 
 
 
4.4.1 STAFF DEVELOPMENT (THEME 1) 
As already mentioned in Table 4.2 above, the staff development theme is composed 
of items that tend to capture staff members’ personal development in the workplace. 
Staff development issues include skill development (Q1) and promotion (Q2, Q12). 
Thus, these questionnaire items can be considered as factors that influence 
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academics and non-academics perceptions related to their personal development as 
a result of the merger. It is also important to note that these questionnaire items, 
irrespective of the grouping, all show a negative perception of the influence on staff 
development.  
Table 4.3 THEME 1: Staff Development 
Q1  
The merger impacted positively on my development with 
regard to skills 
response Academic staff Non-academic staff 
Strongly agree Frequency 0 frequency 0 
Percent 0.00% percent 0.00% 
Agree  Frequency 2 Frequency 9 
Percent 6.90% Percent 29.03% 
Neutral 
 
Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
Strongly disagree Frequency 12 Frequency 1 
Percent 41.38% Percent 3.23% 
Disagree  Frequency 11 Frequency 21 
Percent 37.93% percent 67.74% 
Total Frequency  29 Frequency 31 
Percent 100% percent 100% 
Q2 The merger impacted positively on my development with 
regard to promotion 
response Academic staff Non-academic staff 
Strongly agree Frequency 0 frequency 0 
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Percent 0 Percent 0.00% 
Agree  Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Neutral 
 
Frequency 5 Frequency 0 
Percent 17.24% Percent 0.00% 
Strongly disagree Frequency 11 Frequency 12 
Percent 37.93% Percent 38.71% 
Disagree  Frequency 13 Frequency 19 
Percent 44.83% Percent 61.29 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q12 The merger has impacted positively on my promotional 
opportunities 
response Academic staff Non-academic staff 
Strongly agree Frequency 6 Frequency 0 
Percent 20.69% Percent 0.00% 
Agree  Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 10 Frequency 8 
Percent 34.48 Percent 25.81% 
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Disagree  Frequency 9 Frequency 23 
Percent 31.03% Percent 74.19% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
 
The Table 4.3 above shows that 6.90% of the academic respondents (2 out of 29) and 
29.03% of the non-academic respondents (9 out of 31) agreed that the merger had 
impacted positively on their skills development, while 13.79% of the academics 
respondents (4 out of 29) were uncertain, regularly 79.31% of the academic 
respondents (23 out of 29) and 70.97% of the non-academic respondents (22 out of 
31) disagreed that the merger had impacted positively on their skills development (Q1). 
This means that the majority of the academic and non academic participants disagreed 
that the merger had impacted positively on their skills development. 
 
A total of 24 out of the 29 academic respondents (82.76%) and 100% of non-academic 
respondents (31 out of 31) indicated that the merger had not impacted positively on 
their development with regard to promotion, whereas the total of 5 out of 29 academic 
respondents (17.24%) were uncertain that the merger had impacted positively on their 
development with regard to promotion (Q2). This means that the majority of academic 
and non-academic respondents disagreed that the merger had impacted positively on 
their development with regard to promotion. 
 
Ten out of 29 of the academic respondents (34.48%) agreed that the merger had 
impacted positively on their promotional opportunities, while 47.51% of the academic 
respondents (19 out of 29) and 100% of the non-academic respondents disagreed that 
the merger had impacted positively on their promotional opportunities (Q12). Table 4.3 
above indicates that both academic and non-academic respondents disagreed that the 
merger had impacted positively on their promotional opportunities. Furthermore, they 
disagreed that the merger had impacted positively on their promotional opportunities. 
Therefore, this indicates that the merger had impacted negatively in terms of personal 
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development on the WSU staff. These results contradict the observation by Jansen 
(2002:135-136) that the common reasons for higher education mergers in South Africa 
were to increase the level of skills and the competencies of lecturers, to provide greater 
opportunities to progress, to develop new skills, to achieve excellence, to increase 
opportunities, and to enhance research output. This indicates that the merger at WSU 
does not serve the purpose mentioned above. It is clear that this merger needs to be 
reviewed, so that it can serve its original purpose. 
 
4.4.2 THE WORK ENVIRONMENT (THEME 2) 
As already mentioned in Table 4.3, the work environment theme is composed of items 
that tend to capture staff members’ perceptions on the work environment and its 
related conditions. This theme includes a range of emotional issues with which the 
employee deals on a daily basis, such as aggression from management (Q3), 
aggression from their colleagues (Q4), irritation from management (Q5), irritation from 
their colleagues (Q6), frustration from management (Q7), and frustration from their 
colleagues (Q8), more arguments in the workplace (Q9), staff-relations enhancement 
(Q10), and unity and common focus among staff members (Q24).  
Table 4.4 THEME 2: The work environment 
Q3 I experienced aggression from management as a result of 
the merger 
response Academic staff Non-academic staff 
Strongly agree Frequency 5 frequency 0 
Percent 17.24% Percent 0.0% 
Agree  Frequency 8 Frequency 0 
Percent 27.59% Percent 0.00% 
Neutral 
 
Frequency 1 Frequency 0 
Percent 3.45% Percent 0.00% 
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Strongly disagree Frequency 0 Frequency 14 
Percent 0.00% Percent 45.16% 
Disagree  Frequency 15 Frequency 17 
Percent 51.72% Percent 54.84% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q4 I experienced aggression from my colleagues as a result of 
the merger 
response Academic staff Non-academic staff 
Strongly agree Frequency 0 frequency 16 
Percent 0.00% Percent 51.61% 
Agree  Frequency 8 Frequency 0 
Percent 27.59% Percent 0.00% 
Neutral 
 
Frequency 3 Frequency 0 
Percent 10.34% Percent 0.00% 
Strongly disagree Frequency 3 Frequency 0 
Percent 10.34% Percent 0.00% 
Disagree  Frequency 15 Frequency 15 
Percent 51.72% Percent 48.39% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q5 I experienced irritation from management as a result of the 
merger 
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response Academic staff Non-academic staff 
Strongly agree Frequency 1 frequency 0 
Percent 3.45% Percent 0.00% 
Agree  Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
Neutral 
 
Frequency 2 Frequency 0 
Percent 6.90% Percent 0.00% 
Strongly disagree Frequency 9 Frequency 19 
Percent 31.03% Percent 61.29% 
Disagree  Frequency 13 Frequency 12 
Percent 44.83% Percent 38.71% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q6 I experienced irritation from my colleagues as a result of the 
merger 
response Academic staff Non-academic staff 
Strongly agree Frequency 0 Frequency 8 
Percent 0.00% Percent 25.81% 
Agree  Frequency 19 Frequency 2 
Percent 65.52% Percent 6.45% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
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Strongly disagree Frequency 1 Frequency 16 
Percent 3.45% Percent 51.61% 
Disagree  Frequency 9 Frequency 5 
Percent 31.03% Percent 16.13% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q7 I experienced frustration from management as a result of 
the merger 
response Academic staff Non-academic staff 
Strongly agree Frequency 6 Frequency 0 
Percent 20.69 Percent 0.00% 
Agree  Frequency 12 Frequency 0 
Percent 41.38% Percent 0.00% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 1 Frequency 19 
Percent 3.45% Percent 61.29% 
Disagree  Frequency 10 Frequency 12 
Percent 34.48% Percent 38.71% 
Total Frequency  29 Frequency 31 
Q8 I experienced frustration from my colleagues as a result of 
the merger 
response Academic staff Non-academic staff 
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Strongly agree Frequency 7 Frequency 15 
Percent 24.14% Percent 48.39% 
Agree  Frequency 10 Frequency 16 
Percent 34.48% Percent 51.61 
Neutral 
 
Frequency 3 Frequency 0 
Percent 10.34% Percent 0.00% 
Strongly disagree Frequency 5 Frequency 0 
Percent 17.24% Percent 0.00% 
Disagree  Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q9 I argue more in the workplace as a result of the merger 
response Academic staff Non-academic staff 
Strongly agree Frequency 2 Frequency 21 
Percent 6.90% Percent 67.74 
Agree  Frequency 13 Frequency 10 
Percent 44.83% Percent 32.26% 
Neutral 
 
Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
Strongly disagree Frequency 1 Frequency 0 
Percent 3.45% Percent 0.00% 
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Disagree  Frequency 9 Frequency 0 
Percent 31.03% Percent 0.00% 
Total Frequency 29 Frequency 31 
Percent 100% Percent 100% 
Q10 Staff relations became enhanced as a result of the merger 
response Academic staff Non-academic staff 
Strongly agree Frequency 3 Frequency 0 
Percent 10.34% Percent 0.00% 
Agree  Frequency 2 Frequency 0 
Percent 6.90% Percent 0.00% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 13 Frequency 19 
Percent 44.83% Percent 61.29% 
Disagree  Frequency 11 Frequency 12 
Percent 37.93% Percent 38.71% 
Total Frequency 29 Frequency 31 
Percent 100% Percent 100% 
Q24 There is unity and common focus among academics/non-
academics in the new institution 
response Academic staff Non-academic staff 
Strongly agree Frequency 1 Frequency 0 
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Percent 3.45% Percent 0.00% 
Agree  Frequency 6 Frequency 0 
Percent 20.69% Percent 0.00% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 11 Frequency 13 
Percent 37.93% Percent 41.94% 
Disagree  Frequency 11 Frequency 18 
Percent 37.93% Percent 58.06% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
 
The above Table 4.4 shows that 13 out of 29 academic respondents (44.83%) agreed 
that they had experienced aggression from management as a result of the merger; 
while 1 out of 29 (3.45%) of the academic respondents were uncertain. Thirty-one 
(100%) of the non-academic respondentsand15 out of 29 (51.72%) of the academic 
respondents disagreed that they have experienced aggression from management as 
a result of the merger (Q3). 
 
Similarly, 16 out of 31 (51.61%) of the non-academic respondents agreed that they 
have experienced aggression from their colleagues as a result of the merger. 
Furthermore, 8 out of 29 (27.59%) of academic respondents agreed that they have 
experienced aggression from their colleagues, while 3 out of 29 (10.34%) of the 
academic respondents were neutral. Eighteen out of 29 (62.06%) of the academic 
respondents disagreed and 15 (48.39%) of the non-academic respondents disagreed 
that they have experienced aggression from their colleagues, as a result of the merger 
(Q4).  
 53 
 
Only 5 out of 29 (17.24%) of the academic respondents  agreed that they have 
experienced irritation from management as a result of the merger, while 2 out of 29 
(6.90%) of the academic respondents were uncertain that they have experienced 
irritation from management as a result of the merger. Twenty-two out of 29(75.86%) of 
the academic respondents disagreed and 31 (100%) of the non-academic respondents 
disagreed that they have experienced irritation from management as a result of the 
merger (Q5). Similarly, 19 out of 29 (65.52%) of the academic respondents and 10 out 
of 31 (32.26%) of non-academic respondents agreed that they have experienced 
irritation from their colleagues as a result of the merger. In addition, 10 out of 
29(34.48%) of the academic respondents and 21 out of 31 (67.74%) of the non-
academic respondents disagreed that they have experienced irritation from their 
colleagues as a result of the merger (Q6).  
A total of 18 out of 29 academic respondents (62.07%) agreed that they have 
experienced frustration from management as a result of the merger, against 11 out of 
29 academic respondents (37.93%) who disagreed, and 31 out of 31 non-academic 
respondents (100%) disagreed that they have experienced frustration from 
management as a result of the merger (Q7). Seven out of 29(24.14%) of the academic 
and 15 out of 31 (48.39%) of the non-academic respondents strongly agreed that they 
have experienced frustration from their colleagues as a result of the merger, whilst 10 
out of 29 (34.48%) of the academic and 16 out of 31 (51.61%) of non-academic 
respondents agreed with the above statement. A mere 3 out of 29(10.34%) of the 
academic respondents were neutral. Thirty-one (100%) of the non-academic 
respondents disagreed that they have experienced frustration from their colleagues as 
a result of the merger. Similarly, 31.03% of academic respondents (9 out of 29) 
disagreed that they had experienced frustration from their colleagues as a result of the 
merger (Q8). 
Fifteen out of 29 (51.73%) of the academic respondents  and  31 (100%) of the non-
academic respondents indicated that they argue more in the workplace as a result of 
the merger, while 13.79% of the academic respondents (4 out of 29) were uncertain. 
Similarly, 34.48% of the academic (10 out of 29) disagreed that they argue more in the 
workplace as a result of the merger (Q9).The above Table 4.4 shows that 17.24% of 
the academic respondents (5 out of 29) agreed that their relations became enhanced 
as a result of the merger, against 82.76% of the academic respondents (24 out of 29) 
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and 100% of non-academic respondents disagreed that their relations had become 
enhanced as a result of the merger (Q10). With regard to unity and common focus 
among academics and non-academics, 24.14% of the academic respondents (7 out 
of 29) agreed that there is unity and common focus among them in the new institution, 
against 75.86% of the academic respondents (22 out of 29) who disagreed, and 100% 
of non-academic respondents (31 out of 31) disagreed that there is unity and common 
focus among them in the new institution (Q24).  
Despite the mixed responses on the work environment, the results indicate that the 
majority of the academic respondents tend to agree that the work environment is good, 
whilst most of the non-academics disagree. Although in some instances responses 
were inconclusive, generally, the results indicate that WSU work environment is not 
conducive to a climate of high morale and enhanced performance. Regarding the work 
environment, Robbins(2001:453-455) states that “work conditions will influence job 
satisfaction, as employees are concerned with a comfortable physical work 
environment, which in turn will render a more positive level of job satisfaction”.  Arnold 
and Feldman (1996:90-92) contend that employees may use poor working conditions 
as an excuse to get back at management, because they may feel that management 
does not appreciate or acknowledge their efforts regarding the work done.  
4.4.3 JOB SECURITY (THEME 3) 
This theme is composed of items that tend to capture staff members’ job security, 
which refers to the likelihood of a job remaining available to the current job holder, 
especially during a transitional period of mergers, where some positions from the 
former legacy might no longer be on the new organogram (structure) of the newly 
formed institution. The job issues include job security (Q11, Q25, and 26), 
retrenchment (Q14), and redeployment (Q15). Thus, these questionnaire items can be 
considered as factors that influence academics and non-academics’ perceptions 
related to their job issues as a result of the merger.  
Table 4.5 THEME 3: Job security 
Q11 I feel insecure with  regard to my job                                                                                
response Academic staff Non-academic staff 
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Strongly agree Frequency 9 Frequency 14 
Percent 31.03% Percent 45.16% 
Agree  Frequency 4 Frequency 17 
Percent 13.79% Percent 54.84% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 13 Frequency 0 
Percent 44.83% Percent 0.00% 
Disagree  Frequency 3 Frequency 0 
Percent 10.34 Percent 0.00% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q14 As a result of the merger I stand a chance of being 
retrenched 
response Academic staff Non-academic staff 
Strongly agree Frequency 4 Frequency 14 
Percent 13.79% Percent 45.16% 
Agree  Frequency 2 Frequency 17 
Percent 6.90% Percent 54.84% 
Neutral 
 
Frequency 8 Frequency 0 
Percent 27.59% Percent 0.00% 
Strongly disagree Frequency 2 Frequency 0 
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Percent 6.90% Percent 0.00% 
Disagree  Frequency 13 Frequency 0 
Percent 44.83% Percent 0.00% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q15 As a result of the merger I stand a chance of being 
redeployed 
response Academic staff Non-academic staff 
Strongly agree Frequency 6 Frequency 0 
Percent 20.69% Percent 0.00% 
Agree  Frequency 3 Frequency 22 
Percent 10.34% Percent 70.97% 
Neutral 
 
Frequency 4 Frequency 3 
Percent 13.79% Percent 9.68% 
Strongly disagree Frequency 2 Frequency 0 
Percent 6.90% Percent 0.00% 
Disagree  Frequency 14 Frequency 6 
Percent 48.28% Percent 19.35% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q25 My post is secure in the new institution 
response Academic staff Non-academic staff 
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Strongly agree frequency 1 Frequency 0 
Percent 3.45% Percent 0.00% 
Agree  frequency 5 Frequency 0 
Percent 17.24% Percent 0.00% 
Neutral 
 
Frequency 11 Frequency 0 
Percent 37.93% Percent 0.00% 
Strongly disagree frequency 5 Frequency 11 
Percent 17.24% Percent 35.48% 
Disagree  frequency 7 Frequency 20 
Percent 24.14% Percent 64.52% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q26 My current post is not secure; therefore I intend to leave 
WSU 
response Academic staff Non-academic staff 
Strongly agree Frequency 8 Frequency 5 
Percent 27.59% Percent 16.13% 
Agree  Frequency 6 Frequency 17 
Percent 20.69% Percent 54.84% 
Neutral 
 
Frequency 15 Frequency 0 
Percent 51.72% Percent 0.00% 
Strongly disagree Frequency 0 Frequency 0 
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Percent 0.00% Percent 0.00% 
Disagree  Frequency 0 Frequency 9 
Percent 0.00% Percent 29.03% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
 
The above Table 4.5 shows that 44.82% of the academic respondents (13 out of 29) 
and 31 (100%) of non-academic respondents agreed that their job was insecure 
against 55.17% of the academic respondents (16 out of 29) who disagreed that their 
jobs were insecure(Q11).Similarly, 20.69% of the academic respondents (6 out of 29) 
and 100% of the non-academic respondents (31 out of 31) agreed that as a result of 
the merger, they stood a chance of being retrenched, while 27.59% of the academic 
respondents (8 out of 29) were uncertain. Fifteen out of 29(51.73%) of the academic 
respondents disagreed that as the result of the merger, they stood a chance of being 
retrenched (Q14).Nine out of 29 (31.03%) of the academic respondents and 22 out of 
31 (70.97%) of the non-academic respondents agreed that as a result of the merger, 
they stood a chance of being redeployed, while 13.79% of the academic (4 out of 29) 
and 9.68% of the non-academic respondents (3 out of 31) were neutral about being 
redeployed. Similarly, 16 out of 29(55.18%) of the academic and 6 out of 31 (19.35%) 
of non-academic respondents disagreed that they stood a chance of being redeployed 
(Q15). 
Similarly, 20.69% of the academic respondents (6 out of 29) agreed that their posts 
were secure in the new institution, while 37.93% of the academic respondents (11 out 
of 29) were uncertain. Twelve out of 29(41.38%) of the academic respondents and 31 
(100%) of the non-academic respondents disagreed that their posts were secure in 
the new institution (Q25).Fourteen out of 29(48.28%) of the academic respondents (14 
out of 29) and 70.97% of the non-academic respondents (22 out of 31) agreed that 
their posts were not secure, therefore they intended to leave WSU, while 51.72% of 
the academic respondents (15 out of 29) were undecided. Similarly, 9 out of 31 
(29.03%) of the non-academic respondents disagreed that their posts were not secure, 
but they intended to leave WSU (Q26).  
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Overall, an overwhelming majority of academics insisted that their jobs were more 
secure after the merger, while the majority of non-academics held the opposite view. 
Compared with the above research findings, Jandaghi, Mokhles and Bahrami 
(2011:6854) state that job security is the feeling of having a proper job and the 
assurance of its continuance in the future, as well as the absence of threatening 
factors. Jandaghi et. al. (2011:6854) further state that in job security, there are issues 
such as job changes, missing the job and non-achieving of proper jobs. These issues 
of job change, lack of confidence, and non-achievement, as described by Jandaghi et. 
al. (2011:6854) might just be the insecurity perception portrayed by non-academic staff 
members.  
 
4.4.4 HUMAN RESOURCES AND MANAGEMENT ISSUES (HRM) (THEME 4) 
In terms of Table 4.6 below, the Human Resource and Management issues (HRM) 
theme is composed of questionnaire items that tend to capture staff members’ 
perceptions about Human Resource (HR) operations and staff-related services. An 
employee wellness service is supposed to be provided through the Human Resource 
Department and services, as defined by the organizational policies (Jandaghi et.al. 
2011). This theme, therefore, captures how well the Human-Resource Department at 
WSU performed just after the merger, and how its performance impacted on 
employees. The HRM issues include leadership and human-resource roles, as 
depicted in items Q19, Q20, and Q21. These questionnaire items can be considered 
as factors that influence academics and non-academics’ perceptions as they relate to 
HRM issues, as a result of the merger. 
Table 4.6 THEME 4: Human Resource and Management Issues 
Q19 Human Resource negligence contributed to the failure of 
the merger 
Response Academic staff Non-academic staff 
Strongly agree Frequency 9 Frequency 12 
Percent 31.03% Percent 38.71% 
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Agree  Frequency 6 Frequency 19 
Percent 20.69% Percent 61.29% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
Disagree  Frequency 10 Frequency 0 
Percent 34.48% Percent 0.00% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q20 WSU leadership failed to manage practical challenges of 
cultural integration during and after merger 
response Academic staff Non-academic staff 
Strongly agree Frequency 6 Frequency 17 
Percent 20.69% Percent 54.84% 
Agree  Frequency 13 Frequency 14 
Percent 44.83% Percent 45.16% 
Neutral 
 
Frequency 1 Frequency 0 
Percent 3.45% Percent 0.00% 
Strongly disagree Frequency 5 Frequency 0 
Percent 17.24% Percent 0.00% 
Disagree  Frequency 4 Frequency 0 
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Percent 13.79% Percent 0.00% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q21 Salaries are harmonized in the new institution WSU 
response Academic staff Non-academic staff 
Strongly agree Frequency 3 Frequency 8 
Percent 10.34% Percent 25.81% 
Agree  Frequency 18 Frequency 19 
Percent 62.07% Percent 61.29% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 7 Frequency 0 
Percent 24.14% Percent 0.00% 
Disagree  Frequency 1 Frequency 4 
Percent 3.45% Percent 12.90% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
 
 
The above Table 4.6 shows that 51.72% of the academic respondents (15 out of 29) 
and 31 (100%) of the non-academic respondents agreed that Human Resource 
negligence contributed to the failure of the merger, against 48.27% of the academic 
respondents (14 out of 29) who disagreed that human resource negligence had 
contributed to the failure of the merger (Q19). Similarly, 65.52% of the academic 
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respondents (19 out of 29) and 31 (100%) of the non-academic respondents  agreed 
that the WSU leadership had failed to manage practical challenges of cultural 
integration during and after the merger, while 3.45% of the academic respondents (1 
out of 29) was uncertain. Similarly, 31.03% of the academic respondents (9 out of 29) 
disagreed that WSU leadership had failed to manage the practical challenges of 
cultural integration during and after the merger (Q20). Twenty-one out of 29(72.41%) 
of the academic respondents and 87.10% of the non-academic respondents (27 out of 
31) agreed that salaries were harmonized. Similarly, 27.59% of the academic 
respondents (8 out of 29) and 14 out of 31 (12.90%) of the non-academic respondents 
disagreed that the salaries were harmonized in the new institution WSU (Q21). 
It emerged from the findings that the majority of both academic and non-academic 
respondents agreed that Human Resource negligence has contributed to the current 
challenges brought about by the merger, and that the WSU leadership has failed to 
manage the merger, in addition to the cultural and wellbeing challenges. Relating to 
the abovementioned results, Price (1999:39) states that Executives involved in 
mergers and acquisitions “ignore the people issues at their peril”, and that “issues of 
culture, values, behaviour and working styles, should be carefully managed from the 
very beginning of the process”. 
4.4.5 MORALE AND PERFORMANCE BOOST (THEME 5) 
This theme captures how the morale and the performance of staff members were 
supposed to have been improved by the new merging institutional framework and 
operations. The institutional morale and performance boost theme is composed of 
items that capture  staff members’ perception about morale and performance in the 
new institution, including morale enhancement (Q13 and Q22), work performance 
acknowledgement (Q16 and Q23), positive changes in administration, and morale 
standards at WSU (Q17 and Q18).  
Table 4.7 below summarises the responses for each of the items in the theme. 
 
Table 4.7 THEME 5: Morale and Performance Boost  
Q13 The merger has enhanced staff morale 
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response Academic staff Non-academic staff 
Strongly agree Frequency 1 Frequency 0 
Percent 3.45% Percent 0.00% 
Agree  Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Neutral 
 
Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
Strongly disagree Frequency 5 Frequency 20 
Percent 17.24% Percent 64.52 
Disagree  Frequency 19 Frequency 11 
Percent 65.52 Percent 35.48% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q16 The impact of the merger has resulted in me being more 
absent from work than before 
response Academic staff Non-academic staff 
Strongly agree Frequency 2 Frequency 0 
Percent 6.90% Percent 0.0% 
Agree  Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
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Strongly disagree Frequency 7 Frequency 13 
Percent 24.14% Percent 41.94% 
Disagree  Frequency 20 Frequency 18 
Percent 68.97% Percent 58.06% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q17 As a result of the merger I have experienced a positive 
change in administrative standards at WSU 
response Academic staff Non-academic staff 
Strongly agree Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Agree  Frequency 1 Frequency 0 
Percent 3.45% Percent 0.00% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 10 Frequency 13 
Percent 34.48% Percent 41.94 
Disagree  Frequency 18 Frequency 18 
Percent 62.07% Percent 58.06% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q18 As a result of the merger I have experienced a positive 
change in morale at WSU 
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response Academic staff Non-academic staff 
Strongly agree Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Agree  Frequency 4 Frequency 21 
Percent 13.79% Percent 67.74% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 8 Frequency 10 
Percent 27.59% Percent 32.26% 
Disagree  Frequency 17 Frequency 21 
Percent 58.62% Percent 67.74% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q22 Academics/non-academics are valued and recognized for 
their contribution 
response Academic staff Non-academic staff 
Strongly agree Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Agree  Frequency 5 Frequency 0 
Percent 17.24% Percent 0.00% 
Neutral 
 
Frequency 4 Frequency 0 
Percent 13.79% Percent 0.00% 
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Strongly disagree Frequency 3 Frequency 14 
Percent 10.34% Percent 45.16% 
Disagree  Frequency 17 Frequency 17 
Percent 58.62% Percent 54.84% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
Q23 The merger has contributed positively to my work 
performance 
response Academic staff Non-academic staff 
Strongly agree Frequency 3 Frequency 0 
Percent 10.34% Percent 0.00% 
Agree  Frequency 3 Frequency 0 
Percent 10.34% Percent 0.00% 
Neutral 
 
Frequency 0 Frequency 0 
Percent 0.00% Percent 0.00% 
Strongly disagree Frequency 12 Frequency 11 
Percent 41.38% Percent 35.48% 
Disagree  Frequency 11 Frequency 20 
Percent 37.93% Percent 64.52% 
Total Frequency  29 Frequency 31 
Percent 100% Percent 100% 
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The above Table 4.7 shows that 3.45% of the academic respondents (1out 29) agreed 
that their morale was enhanced as a result of merger, while 13.79% of the academic 
respondents (4 out of 29) were uncertain. About 82.76% of the academic respondents 
(24 out of 29) and 31 (100%) of the non-academic respondents disagreed that their 
morale was enhanced as a result of the merger (Q13). Only 6.90% of the academic 
respondents (2 out of 29) agreed that the impact of the merger has resulted in them 
being more absent from work than before, while 93.11% of the academic respondents 
(27 out of 29) and 31 (100%) of the non-academic respondents disagreed that the 
impact of the merger had resulted in them being more absent from work than before 
(Q16).A mere 3.45% of the academic respondents (1 out of 29) agreed that as a result 
of the merger, they have experienced a positive change in the administrative standards 
at WSU.As many as 96.55% of the academic respondents (28 out of 29) and 31 
(100%) of the non-academic respondents disagreed that as a result of the merger, 
they have experienced a positive change in the administrative standards at WSU 
(Q17).  
Only 13.79% of the academic respondents (4 out of 29) and 67.74% of non-academic 
respondents (21 out of 31) who agreed that as a result of the merger, they have 
experienced a positive change in morale at WSU, against 86.21% of academic 
respondents (25 out of 29) and 31 (100%) of the non-academic respondents who 
disagreed that as a result of the merger, they have experienced a positive change in 
morale at WSU (Q18). A few (17.24%) of the academic respondents (5 out of 29) 
agreed that they were valued and recognized for their contribution; whilst 13.79% of 
the academic respondents (4 out of 29) were uncertain. A total of 68.96% of the 
academic respondents (20 out of 29) and 31 (100%) of the non-academic respondents 
disagreed that they were valued and recognized for their contribution (Q22). Only 
20.68% of the academic respondents (6 out of 29) agreed that the merger has 
contributed positively to their work performance. Likewise, 79.31% of the academic 
respondents (23 out of 29) and 31 (100%) of the non-academic respondents disagreed 
that the merger had contributed positively to their work performance (Q23). 
It emerged from the findings that both academics and non-academics disagreed that 
there was high morale and performance boost at WSU after the merger. What is 
evident from the results as highlighted above is that there were no positive changes 
brought about by the merger. It is apparent that the morale of staff is at low levels, 
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which could obviously contribute to the prevalence of low morale and poor 
performance by employees at WSU. These findings revealed that the new institution, 
as a result of the merger, has not come up with any morale and performance boosting 
strategies. In addition, one of the reasons for merging was to lift the institution to a 
higher level. In contrast with the respondents’ perception of morale and performance, 
such mergers were directed at building capacity, improving efficiency, and achieving 
economies of scale, but higher education mergers have managerial, as well as 
economic dimensions (Eastman and Lang, 2001:5). 
 
 
4.4.6 THEME 6: GENERAL PERCEPTIONS OFTHE CURRENT MERGER 
CHALLENGES AT WSU 
This theme is composed of items that were open for general discussions on the current 
merger challenges at WSU (Q27), and the immediate advantages and disadvantages 
(Q28). These questionnaire items can be considered as general factors that influence 
academics and non-academics perceptions on the merger challenges. The first 
question that was posed to the participants was; “What are the current merger-related 
challenges that are confronting WSU staff?” Generally, participants offered similar 
perceptions on the current merger challenges at WSU. The respondents’ views are 
summarised as follows: 
 There has been no noticeable advantage in the merger, instead employees have 
experienced serious financial constraints.   
 Uncertainty exists about the future of WSU, which results in low morale of staff 
members. 
 No direction has been taken in terms of staff being appointed in the new 
organogram. 
 The merger has demoralized WSU employees. 
 There is no unity amongst employees from the erstwhile institutions. 
From the responses above, there is a sense that some participants were still debating 
on the way the government ‘forced’ the mergers on the institutions (Skodvin, 1999:66-
67). Several challenges, as highlighted above, have been perceived as a threat to 
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WSU staff members. Congruent with the challenges expressed by participants, Crouch 
and Wirth, (1991:3-4) spoke of some of the words used to describe the psychological 
implications of mergers on staff, namely words such as traumatic, disruptive, 
distressing, painful, uncertainty, loss in commitment, shock, anger, disbelief, 
depression, disillusionment and emotionally exhausting. The second question required 
respondents to highlight the immediate advantages and disadvantages of the merger. 
Respondents did not mention any immediate advantage of the merger, as the 
disadvantages are closely related to the challenges mentioned in Q27. 
 
4.5 LIMITATIONS OF THE STUDY 
The following challenges complicated the collection of the data for the study: 
 The high level of turnover by employees from erstwhile institutions at the 
announcement of the merger. Some of them had already left WSU, and those 
who were still available might not be enough to provide their perceptions on the 
merger for this study.   
 Time constraints for the completion of the study posed a limitation to the data 
collection, implying that time available for the completion of the study did not 
allow adequate exploration of all the relevant information that fall within the field 
of the study. 
 
 4.6 THE IMPLICATIONS FOR FUTURE RESEARCH 
Based on the findings and limitations indicated above, the following recommendations 
for future research are made below: 
 A similar study that would also include students could be conducted, in order to 
obtain a fuller picture of the situation of the WSU merger. 
 While the study only focused on the implications of the merger on the morale of 
staff, future research could look at other factors such as organizational structure 
and stakeholder participation in the merger. 
 Future research could also examine the influence of the merger in those 
universities that included privileged and non-privileged higher learning 
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institutions like the Cape Peninsula University of Technology (CPUT) and the 
Durban University of Technology (DUT); and that these are by nature different 
from the WSU in terms of the distances between the campuses. 
 Another future research should investigate the influence of the merger on 
specific job categories, making a comparison between senior managerial, 
managerial, and worker groups.  
 
 
 
 
 
4.7 CONCLUSION  
In this chapter, the quantitative research results have been presented statistically and 
interpreted accordingly, in order to illustrate the challenges that are faced by 
academics and non-academics at WSU. This section also identified six (6) research 
themes, which were captured in the questionnaire, namely Staff Development, Work 
Environment, Job Security, Human Resource and Management Issues, Morale and 
Performance Boost, and the General Perceptions of the current merger challenges at 
WSU. The latter theme represents two open-ended questions, while the others are a 
result of combinations of Likert-type scale closed statements, where the respondent 
has to choose one response from a set of five categories on a scale. 
 
As far as possible, the researcher also presented similar, as well as different related 
findings from the literature. It was observed that academics and non-academics are 
not happy with the implications of the merger, and their morale is relatively low. It is 
also important to highlight that the human resource factor has been neglected since 
the merger. In this regard, proper planning, in terms of who is doing what, how and 
when generally appear to be lacking. 
 
Academics and non-academics revealed that they were unhappy about the managerial 
negligence. This factor is exacerbated by management’s apparent insensitive attitude 
towards staff members, as well as the perception that their (academics’ and non-
academics’) voices are not being heard. Furthermore, the findings revealed that there 
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are uncertainties about the work conditions and job security for non-academics, while 
their academic (mostly lecturers) counterparts seem to have less concern about job 
security-related challenges.  The changes that came as a result of the merger have 
had a negative impact on the morale of staff. The feeling was that there have been no 
improvements in the new institution. Instead, there are now new and more complicated 
problems.  The following section wraps up the discussion of this study by providing 
conclusions reached in relation to the empirical findings, some suggestions and 
recommendations are offered.  
 
 
CHAPTER 5 
5. CONCLUSIONS AND RECOMMENDATIONS 
5.1 INTRODUCTION 
This study has largely concentrated on the implications of the merger on employees 
of Walter Sisulu University (WSU). In conducting the study, the researcher 
administered questionnaires and used them to collect the data from WSU employees 
on the three different campuses. There was a combination of the theoretical 
information and the experiential data, and an interpretation was made on the analysis 
of the data, as previously presented in Chapter Four. This section presents the overall 
conclusions for each major theme of the study, and for each finding. It concludes and 
proposes recommendations for future work. 
This section therefore will be discussing, concluding and making some 
recommendations, based on the results analyzed in Chapter Four. The discussion will 
be based on each research theme, namely Staff Development (Theme 1), Work 
Environment (Theme 2), Job Security (Theme 3), Human Resource and Management 
Issues (Theme 4), Morale and Performance Boosting (Theme 5), and the General 
Perceptions of the current merger challenges at WSU (Theme 6). 
 
5.2. SUMMARY ON THE RESEARCH FINDINGS 
5.2.1 STAFF DEVELOPMENT (THEME 1) 
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As presented in the previous chapter, the merger impacted negatively in terms of 
personal development of staff. It could consequently be concluded that WSU’s purpose 
for the merger does not correspond with Jansen’s research findings, which state that 
the common reasons for higher education mergers in South Africa is to increase the 
level of skills and competencies of lecturers, to provide greater opportunity to progress, 
to develop new skills, to achieve excellence, to provide increased opportunities, and 
to enhance the research output.   
 
It is, therefore, recommended that WSU should have a solid staff development 
framework, which would include, amongst other things, the improvement in the 
promotion practices of staff, encouraging more staff to develop and improve their skills, 
better career prospects for staff members, career paths, and retention policies for 
retaining staff and offering lucrative incentives to skilled staff within the University.WSU 
management should seriously consider investing in employees’ wellbeing on both 
professional and personal level. This will minimize the possibility of a high turnover, 
which would add to the financial burden of the institution.  
5.2.2 WORK ENVIRONMENT (THEME2) 
Regarding the work environment, Robbins(2001:453-455) states that “Work conditions 
will influence job satisfaction, as employees are concerned with a comfortable physical 
work environment, which in turn will render a more positive level of job satisfaction”.  
Arnold and Feldman (1996:90-92) contend that employees may use poor working 
conditions as an excuse to get back at management, because they may feel that 
management does not appreciate or acknowledge their efforts regarding the work 
done. The empirical findings of this study revealed that the majority of academic 
respondents tend to agree that the work environment is good, whilst most of non-
academic respondents tend to disagree. Although in some instances responses were 
inconclusive overall, the results indicate that the work environment at WSU is not 
conducive to the establishment and maintenance of harmonizing and good 
interpersonal relationships. 
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Based on the findings above, it is recommended that the management of WSU should 
review the current work environment and make enquiries to all staff on what needs to 
be improved, in order to create a more conducive work environment. Possibly, 
management could organize teambuilding activities and workshops, in order to deal 
with the irritation and frustrations experienced by the workers with their line managers. 
There needs to be open communication channels to make available an opportunity for 
employees to engage with management. This would automatically defuse the 
frustration of staff with management. 
 
5.2.3 JOB SECURITY (THEME 3) 
Jandaghi, Mokhles and Bahrami (2011:6854) state that job security is the feeling of 
having a proper job and the assurance of its continuance in the future, as well as the 
absence of threatening factors. Jandaghi et al. (2011:6854) further state that in job 
security, there are issues such as job changes, missing the job and non-achieving of 
proper jobs. The findings reveal that an overwhelming majority of academics insisted 
that their jobs were more secure after the merger, while the majority of non-academic 
staff feel that their jobs are not secure. 
 
To alleviate this state of affairs, it is recommended that WSU management should re-
skill employees for different jobs available within the new institution. It should devise 
means to ensure that there will be no job losses as a result of the merger and 
management should consider developing a policy that facilitates the conversion of 
contract and temporary workers into permanent positions. Issues about possible 
retrenchment, redeployment, and job security must be clearly communicated to 
employees. 
5.2.4 HUMAN RESOURCES AND MANAGEMENT ISSUES (HRM) (THEME 4) 
Price (1999:39) states that Executives involved in mergers and acquisitions “ignore the 
people issues at their peril”, and that “issues of culture, values, behaviour and working 
styles, should be carefully managed from the very beginning of the process”. 
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It emerged from the findings that the majority of both academic and non-academic 
respondents agreed that Human Resource negligence has contributed to the current 
challenges brought about by the merger, and WSU leadership has failed to manage 
the merger challenges and the cultural wellbeing of employees. 
 
Based on these findings, it is proposed that issues of culture, value, behaviour and 
working styles should be carefully managed on a daily basis. Management at WSU 
should further demonstrate consistency and uniformity when implementing HRM 
practices on its campuses. 
 
5.2.5 MORALE AND PERFORMANCE BOOSTING (THEME 5) 
Eastman and Lang (2001:5) state that mergers were directed at building capacity, 
improving efficiency, and achieving economies of scale, but higher education mergers 
have managerial, as well as economic dimensions. The findings of this study revealed 
that both academics and non-academics disagreed that there was high morale and 
performance at WSU after the merger. What is evident from the results mentioned 
above is that no positive changes have been brought about by the merger. It is 
apparent that the morale of the staff is at its low levels. The findings also brought to 
the fore that the new institution, as a result of the merger, did not come up with any 
morale and performance boosting strategies. 
 A recommendation is that proper teambuilding workshops should be attended by staff 
members to boost their morale. Proper reward structures are important and staff needs 
the assurance of being valued since they need to know that they form an essential part 
of the new organization. All these activities would be needed to ensure the wellbeing 
and efficiency of the institution. In an attempt to boost the morale of employees, WSU 
management should provide the necessary support for employees in the form of 
individual and group family therapy. This could be achieved through training 
programmes on stress management, working in teams, and motivational discussions.   
5.2.6 GENERAL PERCEPTION OF CURRENT MERGER CHALLENGES AT WSU 
(THEME 6) 
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Crouch and Wirth, (1991:3-4) speak of some of the words used to describe the 
psychological implications of mergers on staff, namely words such as traumatic, 
disruptive, distressing, painful, uncertainty, loss in commitment, shock, anger, 
disbelief, depression, disillusionment and emotionally exhausting. Respondents did 
not mention any immediate advantage of the merger, instead, highlighted challenges. 
One of the challenges is that there has been no noticeable advantage in the merger, 
instead, employees have experienced serious financial constraints and uncertainty 
that exists about the future of WSU, which results in the low morale of staff members. 
Another challenge is that there is no direction that has been taken in terms of staff 
being appointed in the new organogram. There is a strong perception amongst staff 
that merger has demoralized WSU employees. Lastly, there is no unity amongst 
employees from the erstwhile institutions. 
 
In terms of dealing with the stress brought about by the merger, it is recommended 
that all staff members be afforded continued confidential counselling. This needs to be 
facilitated by a neutral external service, so that staff members can express themselves 
freely without any fear of injustice or unfair treatment. The current merger-related 
challenges that are confronting WSU need to be properly addressed. 
 
5.3 FINAL CONCLUSION 
Conclusions could be drawn that the merger at WSU had more negative implications 
than positive aspects, based on the findings for the two groupings of respondents.  The 
recommendations espoused are mostly addressed to management issues with regard 
to the current work environment and the creation of a more conducive work 
environment, whereby the Human-Resource Department should be able to improve 
promotional opportunities, promotional development and job security. Concerns like 
employee retrenchment and redeployment could be attributed to the frustration and 
irritation of employees, which are some of the issues of concern confronting WSU. 
 
Furthermore, administrative standards and management of relationships in the 
workplace should be given serious attention in order to boost the morale of employees, 
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as most of them are of the view that the merger has impacted negatively on them, and 
that administrative standards have dropped. It was also mentioned that finance has 
not been managed properly and, as a result, respondents are concerned about the 
future of the institution. WSU Employees are the most valuable resource within the 
institution, as they are a cornerstone in the achievement of the institution’s goals and 
objectives. Therefore they need to be taken care of in every respect. More commitment 
to work as a team is needed from WSU management so as to ensure a brighter future 
for the employees and the university. 
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APPENDICES 
 
Appendix A 
RESEARCH QUESTIONNAIRE: ACADEMIC/NON-ACADEMIC STAFF MEMBERS 
(WSU) 
Basic Instructions: 
 Please answer all questions 
 Please use the black pen provided to you to answer the questions 
Biographical Information 
1. AGE 
Less than 25         A 
25 – 35         B 
36  - 45         C 
46 – 55         D 
56 – 65         E 
 
 
2. Gender  
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Male  A 
Female  B 
 
 
 
 
 
 Strongly 
Agree(1) 
Agree(2) Neutral(3) 
 
Disagree(4) Strongly 
Disagree(5) 
1. The merger impacted 
positively on my 
development with 
regards to skills 
     
2. The merger impacted 
positively on my 
development with 
regards to promotions 
     
3. I experienced 
aggression from  
management as a 
result of the merger 
     
4. I experienced 
aggression towards 
my colleagues as a 
result of the merger 
     
5. I experienced irritation 
towards management 
as a result of the 
merger 
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6. I experienced irritation 
towards my 
colleagues as a result 
of the merger 
     
7. I experienced 
frustration towards 
management as a 
result of the merger 
     
8. I experienced 
frustration towards my 
colleagues as a result 
of the merger 
     
9. I argue more in the 
workplace as a result 
of the merger. 
     
10. Staff relations became 
enhanced as a result 
of the merger. 
     
11. I feel that my job is 
insecure 
     
12. The merger has 
impacted positively on 
my promotional 
opportunity. 
     
13. The merger has 
enhanced staff 
morale. 
     
14. As a result of the 
merger I stand a 
chance of being 
retrenched. 
     
15. As a result of the 
merger I stand a 
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chance of being 
redeployed. 
16. The impact of the 
merger has resulted in 
me being more absent 
from work than 
before. 
     
17. As the result of the 
merger I have 
experienced a positive 
change in 
administrative 
standards at WSU. 
     
18. As the result of the 
merger I have 
experienced a positive 
change in moral 
standards at WSU. 
     
19. Did Human Resource 
negligence contribute 
into the failure of the 
merger  
     
20. Did the WSU 
leadership fail to 
manage practical 
challenges of cultural 
integration during and 
after merger 
     
21. Salaries are 
harmonized in the 
new institution WSU 
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22. Academics are valued 
and recognized for 
their contribution  
     
23. The merger has 
contributed positively 
to my work 
performance  
     
24. There is unity and a 
common focus among 
academics in the new 
institution  
     
25. My post is secured in 
the new institution  
     
26.  My current post is not 
secured, therefore I 
intend to leave WSU  
     
 
 
Interview Questions  
 
27. What are the current merger related challenges that are confronting WSU 
employees? 
 
 
28. As an employee what is your opinion about the merger e.g. do they see it as 
an advantage or disadvantage? 
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